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ABSTRACT
A STUDY OF FACULTY PERCEPTIONS
OF
‘
SELECTED MORALE VARIABLES
February, 1982
Carole Cowan, B.S.Ed., Salem State College
M.Ed., Salem State College, C.A.G.S., Boston State College
Directed by: Dr. Harvey Scribner
This study was designed to survey community college
faculty members in Massachusetts in order to identify the
rewards they perceive as important and to determine the
rewards necessary to enhance institutional morale. The
primary concern focused on the influence the reward factor
had on providing a professional environment condusive to
job satisfaction and favorable staff morale, while testing
to determine if any significant relationship existed between
job satisfaction and faculty perceptions of morale.
Faculty were surveyed regarding the adequacy of the
rewards provided through the collective bargaining process
and were asked to prioritize these items. A list of job
satisfiers, drawn from a search of the literature, was
formulated, and faculty responded, according to their own
perceptions, as to which were most important. The final
section of the survey asked faculty to respond to their
perceptions of institutional morale.
vii
Results indicated that on the negotiated items, salary
was the top priority. Other items followed in their order
of importance; promotion policies j workload provisions^
professional development provisions; tenure; seniority;
sabbatical leaves; and the academic-year calendar. In
prioritizing the researched rewards, faculty reported the
satisfier, "An Opportunity to Make a Difference in Students'
Lives," as most important, followed by: "A Feeling of
Accomplishment; A Sense of Pride in My Work; Adequate
Compensation; and Advantages of an Academic-Year Calendar."
The morale section results indicated that faculty
perceptions of institutional morale was low, but showed that
faculty perceived their individual careers as exciting,
fulfilling, and successful.
In testing for the relationship between job satisfaction
and morale, it was found that a significant relationship
existed to the .001 level. Other relationships were found
to be significant between specific job satisfaction items
and several of the demographic items.
A significant relationship was found between age
and the rank order position given to tenure, salary, and
workload provisions.
The demographic variable, sex, was found to have
a significant relationship with the satisfiers: "An
viii
Opportunity to Make a Difference in Students' Lives; Students
Who Appreciate My Teaching Efforts; Challenging Students;
and Challenging Work." In all these instances, female
faculty members appear to perceive greater satisfaction
than do male faculty members.
In analyzing the morale data, a significant relationship
was found between the sex variable and the morale question,
"To date my career has been successful." Here, too, female
faculty members appear to perceive greater agreement than
do their male colleagues.
A significant relationship was found between the rank
order position given to sabbatical leaves and the demographic
item teaching program with Liberal Arts/General Education
faculty perceiving opportunities for sabbatical leave more
important than career program faculty members.
No significant relationships were found between morale
scores of faculty members and any of the demographic
variables
.
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CHAPTER I
INTRODUCTION
Throughout the 1960 ’s and the early 1970' s, the community
college system in the Commonwealth of Massachusetts experienced
unprecedented growth and development. With the establishment
of 15 community colleges across the state, an opportunity
for education beyond high school and continuous through one's
lifetime was made available to all, regardless of economic
background, social standing, or previous academic achievement.^
By 1975, however, the expansion of public higher
education in Massachusetts had come to an end, and the financial
crises of state government began to intrude into all areas of
government service. William Vincent describes most two-year
institutions as:
academic breakwaters
,
clearly integrated with
their communities, and perhaps, more vulnerable
than other collegiate institutions to the whims
and vicissitudes of society.^
In looking back on the last two decades of community
college service to the Commonwealth, it is believed by the
^Donald E. Devo . Access to Quality Community College
Opportunity, A Master Plan for Massachusetts Com.munity Colleges
through 1975 (The Commonwealth of Massachusetts, 1967), p. 2.
^William Vincent, "Locked In and Locked Out," Community
and Junior College Journal, February, 1980, p. 55.
2writer that much mental and physical energies were
expended to allow the community college to achieve their
present diversity in programs offered and populations
served. It appears inevitable that these same energies
must now be channeled toward identifying the data necessary
to make the critical decisions these inescapable budget
cuts will demand.
With the reality of limited funding ahead, the state
has begun its plan for public higher education on a more
inclusive scale. The new plan reorganizing the state's
system of higher education under a single Board of Regents
marks evidence that the previous generous educational
budgets which helped to build the new community college
campuses during the sixties and early seventies will
be decreased.
Currently, much concern is being expressed as to the
effects such limited support will have on individual colleges,
programs, and students. It is the belief of the writer that
attention must now be focused on the effects these factors
will have on faculty members, and how the collective bargaining
process can best be utilized to support strategies designed
to cope with these issues.
Because the importance of faculty in the implementation
of the community college philosophy cannot be underestimated,
the purpose of this research is directed toward determining
the job satisfiers faculty members perceive as important in
3order to maintain positive attitudes about themselves and
the professional commitment necessary to successful teach-
ing at the community college level.
During the developmental years, the Massachusetts Board
of Regional Community Colleges searched for educated,
energetic, imaginative faculty and staff members, capable
of bringing to students knowledge, skills, experience,
creativity, and compassion.^
The men and women who made up the full-time faculties
are characterized in the Deyo study in this manner:
The statistics reveal other characteristics
that bespeak faculty excellence: 80 percent
have ha<l previous college teaching experience,
including 28 percent whose previous experience
has been in junior or community college (an
unusually high figure)
; 91 percent have had
some teaching experience at one level or
another. Twenty-five percent of the faculty
members earned academic honors as part of
their professional preparation. Another
significant fact is that 88 percent held
degrees which were appropriate to the academic
disciplines in which they were teaching.
Eighty-two percent have had career experiences
other than teaching. Twenty percent in business
and management; 10 percent in research; 5
percent in engineering; and 4 percent in
government .
^
It is the contention of the writer that despite less
than ideal working conditions in the temporary campuses which
housed many of the starting programs, the community colleges
^Deyo, p. 13.
^Ibid.
4have managed to assemble extraordinarily strong faculties.
The outlook for the bleaker eighties is likely to present
serious concerns for those individuals who joined the ranks
of community college faculty members during the developmental
years. The system's professoriate has found itself embodied
within their institutions during both the growth and now
the retrenchment years.
William Vincent has described it as a "locked in--
locked out situation" where faculty are faced with lowered
job mobility, less job security, an inadequate salary and
reward system, and less power for full-time tenure-track
faculty as more part-timers and short-term teachers are
hired .
^
William Graybeal of NEA Research states that professors
must cope with declines in population, inflation, an un-
certainty over economic conditions, an extremely rapid
change from growth to retrenchment, a shift in general
decision-making authority from the local to the state level,
and a greater competition from other national priorities
.
2
as fewer and fewer young people go to college.
It is believed by the writer that these factors
have taken their toll on the dynamic, spirited faculty
^Vincent
,
p . 55
.
^William Graybeal, "Changing Populations Affect Pro-
fessors' Jobs," NEA Advocate , June/July, 1980, p. 8.
5which helped the community college system in the Common-
wealth of Massachusetts to grow. Attention must now be
focused toward identifying ways to encourage faculty
members to continue to grow and develop in areas which will
benefit the institution and the faculty members themselves.
It must be remembered that faculty are individuals,
first, with needs which must be met, and that in order to
maintain a sense of pride in teaching and in themselves,
they must "feel" productive and rewarded.
This study is directed toward that end.
Purpose of the Study
The purpose of this study is to survey community
college faculty members in the Commonwealth of Massachusetts
to identify the rewards (job satisfiers) they perceive as
sufficient recompense for their teaching efforts and to
determine the rewards necessary to enhance institutional
morale
.
It is recognized by the writer that there are many
other factors affecting morale, but, for the purpose of
this research, the significance of the reward system is the
only one to be surveyed. The primary concern of the writer
is not relegated to the measurement of morale, but focuses
on the influence the reward factor has on providing a
6professional environment conducive to the development and
maintenance of favorable staff morale.
The long-range purpose of this study is to provide
first-level baseline data on community college faculty
in Massachusetts.
M. Scott Meyers reported that a challenging job which
allows a feeling of achievement, responsibility, growth,
advancement, and earned recognition are some of the
factors which motivate employees to work effectively.^
James Bess in his article, "Motivation to Teach," states
that in Western philosophy, no enthusiasm or continuing
involvement in an activity can be expected if the intrinsic
rewards for the energy expended are not forthcoming. He
goes on to state further:
If teaching is to be externally rewarding,
it must be internally rewarding. System values
will follow from aggregate personal values.
Faculty must learn how teaching can meet their
innermost needs. Researchers must help identify
the optimum modes for recognizing environmental
cues that address these needs. Better teaching
will follow from motivated facuity- - faculty whose
needs are met constantly.
2
A recent study by the American Academy of Family
Physicians reported a leading cause of job unhappiness is
^M. Scott Meyers, "Who Are Your Motivated Workers,"
Harvard Business Review
,
January, 1964, p. 84.
^James L. Bess, "The Motivation to Teach," Journal
of Higher Education
,
May/June, 1977, pp . 246-247.
7lack of appreciation at work.^ '
It is believed by the writer that community college
faculty sense a system denying them of what they perceive
to be their just rewards--the rewards their years of
educational preparation and their classroom efforts should
bring
.
Gregorc and Hendrix in their article on educational
management describe the societal impact on the teaching
profession in stating that society has taken the teacher
for granted. It seems to hold the notion that a teacher
is the sum total of college degrees, certificates, on-the-
job experience, and, of course, dedication. They state
that teachers are expected to accept the will and decisions
of others; translate and transmit information to students;
and adjust easily to any change in schedules, programs,
and populations. All these expectations, they note, from
a society which also expects teachers not to be concerned
with personal gain, but expects that they should get their
rewards from watching their students learn and by serving
2
society.
James Bess further describes faculty as being denied
^The American Academy of Family Physicians, ”A Report
on Lifestyles/Personal Health Care in Different Occupations,”
1979, p. 44.
^Anthony F. Gregorc and David F. Hendrix, "One Man's
Opinion," School Management , March, 1973, p. 8.
83.CCGSS to the plGasurGS to bG obtairiGd from 3.chiGVGmGnt of
thGir ’’idiosyncratic objectives.” They are forced into
roles that provide few intrinsic rewards and experience
a sense of being controlled rather than controlling. In
addition, they find both their needs for affiliation and
for play and novelty stymied.^
Considering all these factors, it is the belief of
the writer that something will have to be done for those
faculty members who have become increasingly fearful
and turn increasingly bitter toward their institutions,
their colleagues, and their students.
In an effort to maintain an institutional climate
necessary to cope with the problems of the eighties, the
research in this study is designed to investigate and
report on what faculty perceive to be appropriate rewards
(job satisfiers) for their classroom efforts and their
college commitments.
Faculty members will respond to a series of questions
relating to job satisfaction and institutional morale.
Using the 1977-1980 negotiated reward system outlined
in the Massachusetts Community College Collective Bargaining
Agreement in combination with Herzberg's job satisfaction
theory and Porter's need satisfaction theory as
9the basis for the questionnaire, respondents will
answer items focusing on the following points:
1. The adequacy of the current negotiated reward
system including salary, promotion, tenure,
sabbatical leaves, professional development
provisions, the academic year calendar, and
workload provisions.
2. To what degree they feel their work is
interesting, productive, and rewarding.
3. To what degree they feel the system provides
them with sufficient recognition for their
accomplishments
.
4. How much autonomy they feel they have in
their teaching positions.
5. To what degree the system provides them with
opportunities for personal and professional
growth and advancement.
6. To what degree the system provides them
with adequate facilities and equipment
necessary for classroom environments
conducive to effective teaching.
7. To what degree they feel the workload is
realistic and provides for a variety of
work activities.
8. To what degree they feel the community and
the students respect their teaching efforts.
The second part of the survey deals with questions
reflecting the individual’s perception of institutional
morale. With the permission of the publisher, a modified,
limited version of the University of Texas at Arlington’s
"Survey of Faculty Opinions" will be used for the morale
questions
.
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Using the responses, it is the intent of the writer
to identify the rewards, job satisfiers, which appear to
be associated with high institutional morale.
The study is designed, therefore, to answer the
following researcli questions:
1. Do Massachusetts' community college faculty
members perceive the current negotiated
reward system as sufficient?
2. What rewards (job satisfiers) do they
perceive as necessary to maintain a
professional commitment?
3. What is their perception of morale at.
their institution?
4. What rewards are perceived to be necessary
to enhance institutional morale?
It is the intent of the writer to survey both
job satisfaction and morale in an effort to support the
position that there is a direct relationship between the
job satisfaction felt by the individual and the collective
morale of the institution as perceived by the faculty.
The suggestion follows, therefore, that in order to enhance
institutional morale, colleges must make a concentrated
effort to meet individual faculty needs. One could argue
that a college with an enthusiastic, personally satisfied
staff is more likely to further student development.
Thus, faculty satisfaction and morale become very sensitive
commodities
.
11
Jesse F. Seegmiller in her report on job satisfaction
of faculty and staff at the College of Eastern Utah,
reported that literature on the subject indicates that job
satisfaction is a prerequesite to long tenure and good
performance, hence to institutional effectiveness.^
Although it does not necessarily cause high productivity,
Kassen reports that there tends to be a positive relation-
2
ship between high productivity and high morale.
Ebben and Maher suggested that institutions of higher
learning should be viewed as human communities and that
their social conditions and psychic health are likely to
be subtle but pervasive determinants of their ability
to create learning.
It is the belief of the writer that these comments
support the critical need to establish systems for monitoring
the life-signs of our institutions in the 1980’s.
Significance of the Study
This study is intended to be of significance to union
^Jesse F. Seegmiller, Job Satisfaction of Faculty and
Staff at the College of Eastern Utah , (ERIC Document
Reproduction Service, ED 139 489, 1977), p. 20.
^Stan Kassen, The Human Side of Organizations (New
York: Harper and Row , 1975) p . 148
.
^James Ebben and Tom Maher , Capturing Ins titutional
Vitality (Washington, D.C.: ERIC Document Reproduction
Service, ED 174 092, 1979), p. 18.
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negotiators and college administrators in planning and
implementing programs and policies dealing with compensation
and morale.
As Ebben and Maher reported in their paper on
institutional climate, the research of the eighties must
find a way to become more person-oriented and more interested
in ways of collecting and organizing the qualitative informa-
tion which can support and form the strategies evolved to
cope with the morale issues.^
Chris Argyris stated;
Organizational principles are like football players:
they work without fail as long as there is no
opposition. But the way we have designed our
organizations almost forces the employees to become
the opposition, because the principles seldom take
into account the nature of man.^
It is the contention of the writer that we must ask
community college faculty what it will take to make their
jobs more satisfying, and notes Carl Roger’s quote that,
’’The person is the best source of information about himself."^
In this way faculty members will be provided with direct
input, an opportunity to assess and anticipate factors that
will cause frustration and anxiety, and design strategies
to challenge these factors.
^ Ibid.
,
p . 6
.
^Chris Argyris, Integrating the Individual and the
Organization, (New York : John Wiley and Sons , 1964) , p. 23.
^Carl Rogers, Theories of Personality , (New York:
John Wiley and Sons^ 1965) , p . 4 79 .
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When Ebben and Maher wrote about the economic
indicators of the eighties, they mentioned that many in
the academic profession are likely to feel a great deal
of personal and professional uncertainty. They envision
the projected conditions of the next decade focusing
interpersonal conflicts in small institutions to the point
of making them intolerable places to work.^
They go on to suggest that all these conditions, and
those which now can only be dimly perceived, can bring
about a rapid deterioration of morale, an increase in the
problem of burnout, and an inability to stay current in
one's field to extraordinary levels of interpersonal
conflict .
^
Keeping mindful of these concerns, it is the intent
of the writer, through this study, to determine the kinds
of rewards faculty perceive as important, prioritize them
according to the survey findings, determine which rewards
faculty found sufficient enough to enhance institutional
morale, and provide the first-line data base for further
study
.
The results of this report will assist community
college administrators and union officials in better
analyzing and recommending the opportunities faculty members
^Ebben and Maher, p. 8.
^Ibid.
,
p. 8
.
perceive as important for satisfying the needs and
expectations they brought to the system.
14
Design and Methodology
Design
. This study is designed according to the procedures
listed in the following statements:
1. A list of job satisfiers, based on a review of
the Massachusetts Collective Bargaining Agreement and a
thorough search of the literature, will be formulated.
2. Construct the questionnaire (details are given
in the section of this study entitled Instrumentation)
.
3. Pilot test the instrument with community college
faculty members.
4. Redesign the instrument following the pilot test
to incorporate findings and suggestions.
5. Mail the survey questionnaire to a random sampling
of community college full-time faculty members in the
Commonwealth of Massachusetts. Approximately 30 percent
of the population will be included in the sample.
Methodology . In planning this study, the researcher
investigated several research methods before concluding that
the descriptive survey would be the most appropriate for
this study.
15
As David J. Fox stated:
In educational research, there are two conditions
which occurring together suggest and justify the
descriptive survey. First, that there is an
absence of information about a problem of educa-
tional significance, and second, that the situations
which could generate that information do exist
and are assessible to the researcher.
^
Because conditions of the last two decades in the
community colleges did not warrant investigating the concerns
to be addressed in this study, there is little data
available on job satisfaction or morale in the community
college system in the Commonwealth of Massachusetts. It
is the belief of the writer that much of this data will
become available through this survey.
Borg and Gall state that descriptive research involves
collecting data in order to test hypotheses or answer
research questions concerning the current status of the
subject of the study. It is the intention of the writer
to answer the research questions presented in the previous
section
.
This descriptive survey is an attempt by the writer to
collect data from the members of the faculty population in
order to determine the current status of that population
with resnect to job satisfaction and institutional morale.
^David J. Fox, The Research Process in Education (Holt,
Rinehart, and Winston, Inc., 1969), p. 424.
^Walter R. Borg and Meredith D. Gall, Educational
Research: An Introduction (David McKay Company, Inc., New
York, 1971), p. 1«'/^
16
Several other methods were explored including the
historical method, the experimental method, and the
correlational method. The writer concluded the following:
The historical method clearly involves studying,
understanding, and explaining past events. The history
of the community college system in Massachusetts grew from
infancy to maturity in two short decades. During the past
years, the pressures which make this study significant
today were not present. Students, public support, and
government financing were all available. Only, in the past
few years have these conditions undergone such change.
It was concluded by the v;riter that because historical
research’s purpose is to arrive at conclusions concerning
causes, effects, and trends of past occurences, it was not
appropriate methodology for this study.
The experimental methodology, according to L. R.
Gay attempts to establish cause and effect relationships
and involves group comparison. He further states:
In experimental research, the researcher
manipulates at least one variable and observes
the effect on one or more dependent variables.
The essence of experimental research is control.
The researcher strives to insure that the
experiences of the groups are equal . *
It is recognized by the writer that it would be impossible
^L. R. Gay, Educational Research: Competencies for
Analysis and Application (Charles E. Merrill Publishing
Company, Columbus, Ohio, 1976), p. 68.
17
to offer, control, or impose job satisfiers to influence
perceptions of morale, and therefore, concluded that the
experimental method would be impractical for this study.
The correlational research method was also considered
by the writer. Gay states that correlational research
attempts to determine whether and to what degree relation-
ships exist between two or more quantifiable variables.^
Since it is not the writer’s intent to quantifiably measure
morale but to study the significance of job satisfiers in
an effort to enhance morale, the descriptive survey method
was deemed most appropriate for this study.
Instrumentation
The instrument utilized for this research will be a
three-part questionnaire. In deciding on a method of
instrumentation, it is noted by the writer that
descriptive data are typically collected through the
2
use of an interview, a questionnaire, or ooservation.
In considering the interview, the writer found that Borg
and Gall believed that:
the principal advantage of the interview as a
research technique is its adaptability. The
well-tranined interviewer can make full use of
the responses of the subject to alter the
^Ibid.
,
p. 133.
^Borg and Gall, p. 189.
18
interview situation. It permits the researcher
to follow-up leads and thus obtain more data and
greater clarity.
^
Borg and Gall further comment that the interview-
method usually permits much greater depth. A skilled
interviewer, through the careful motivation of the subject
and maintenance of rapport, can obtain information that
2the subject would probably not reveal otherwise.
Jackson and Rothney concluded that under favorable
conditions, the interview tends to yield more complete
and also more data concerning negative aspects of self.
They found that respondents were fairly consistent when
the interview and questionnaire responses to fact or yes
or not items were compared.^
A study by W. B. V/alsh supported this same point
when he compared the relative accuracy of the interview
4
and questionnaire techniques in collecting factual data.
Although this study is designed to elicit attitudinal,
not factual, data, the disadvantages mentioned below far
^ Ibid
. ,
p . 211
.
^Ibid.
,
p. 212 .
^Robert M. Jackson and J. W. M. Rothney, "A Comparative
Study of the Mailed Questionnaire and the Interview in Follow-
Up Studies,” Personnel and Guidance Journal , 1961, p. 569.
^W. B. Walsh, "Validity of Self-Report: Another Look,”
Journal of Counseling Psychology, 1968, p. 180.
outweighed the advantages of the personal interview
approach for this study.
19
Borg and Gall stated that:
although it has a number of important advantages
over the other data-collection tools, the inter-
view does have definite limitations. Most
importantly, the very adaptability gained by the
interpersonal situation leads to subjectivity and
possible bias.l
They continue by mentioning that 1) eagerness to please
the interviewer, 2) a vague antagonism that sometimes arises
between the interviewer and respondent, and 3) the tendency
of the interviewer to seek out answers that support his/her
preconceived notions are other factors that attribute to
2biasing data obtained in the interviews.
In discussing the limitations of the questionnaire,
Borg and Gall remind researchers that Ij it provides no
imm.ediate feedback, and 2) they are often shallow; they
fail to dig deeply enough to provide a true picture of
3
opinions and feelings.
It was concluded by the writer that in contrast v^ith
the personal interview method, the questionnaire saves a
great deal of time in scheduling appointments, traveling,
and actually interviewing.
^Borg and Gall, p. 211.
^Ibid.
^Ibid.
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In siunmary
,
the use of the quest ionnairc inetliod
has some definite advantages over the personal interview
process. It is believed by the writer that it is much
more efficient in that it requires less time, is less
expensive, and, most importantly for this study, it
permits collection of data from a much larger sample.
Recognizing the problem of non- respondent s , the
writer realizes the importance of developing a creative
cover letter in an effort to motivate faculty to
respond to the inquiry after the initial mailing.
Questionnaire
. The
three major parts,
and include tv/o maj o
questionnaire itself w
Part I will deal with
r sections;
ill
j ob
consist of
satisfaction
A. The first section will survey community college
faculty members' perceptions regarding the
adequacy of the current reward structure
provided through the collective bargaining
agreement. They will be asked to respond to
items concerning salary, tenure, promotion,
sabbatical leave provisions, professional
development provisions, and workload
provisions. They will also be asked to
rank order the list according to their own
perceptions as to which they feel is most
important (#1) to least important (#8).
B. The second section will ask the respondents
to indicate the rewards (job satisfiers)
they perceive as appropriate for their
teaching efforts and college commitments.
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In general, Herzberg’s theory of job satisfaction
and Porter's need satisfaction theory will serve as the
data base for the items on the second section, of Part I,
job satisfaction. A few items will be included which are
unique to the teaching profession such as interesting students
in the instructor's discipline, opportunities to make a
difference in students' lives, and working with students
who appreciate their instructors' efforts.
Part II of the questionnaire will consist of a modified,
limited version of the University of Texas at Arlington's
"Survey of Faculty Opinions." Understanding that faculty
members perceive their institutions in different ways,
this section of the survey is intended to give the
researcher insight into faculty perceptions of institutional
morale. Items will concentrate in the areas of staff morale
2
and the faculty members' views about tne work environment.
Part III of the questionnaire will provide the demographic
data on the respondents.
After the questionnaire is developed, it will be pilot
tested and reconstructed to include feedback from the
pilot sample. Details on the design and implementation
of the instrument and the study appear in Chapter III of
this report.
^Don Beach, Mary Hunter, and Joe Ventimiglia, UTA
Survey of Faculty Opinion , University of Texas at Arlington,
1978 .
^Ibid.
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Sample Selection
Identification of the popula.tion
. The population for
this study will be comprised of all full-time faculty
members in the Commonwealth of Massachusetts' fifteen
community colleges.
Determination of the sample size . Gay stated that for
descriptive research, a sample size of 10 percent is
a minimum.
^
Borg and Gall contend that the general rule for
determining sample size is to use the largest sample
possible. They continue by stating:
Tlie reason for this rule is that although we
generally study only samples, we are really
interested in learning about the population
from which they are drawn. The larger the
sample, the more likely are their means and
standard deviations to be representative of
the population means and standard deviations.
Considering these points, it is the decision of the
writer to survey approximately 30 percent of the total
population. Since there are approximately 1,200 full-time
faculty members teaching in the system, the survey will be
sent out to 400 persons.
Selection of the sample . It is the writer's intention
that every individual have the same probability of
^Gay, p. 77.
^Borg and Gall, p. 123.
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being selected as part of the sample. For tliis reason,
random sampling will be used.
Gay states that random sampling is the best single
way to obtain a representative sample. Ke mentions that
although no technique guarantees a representative sample,
the probability is higher for this procedure than for
any other.
^
In order to assure a valid random sample, a table
of random numbers will be used by the writer when selecting
the sample population. The table to be used for this
2purpose was developed by Snedecor and Cochran.
Observational Technique
Rating . Attitude scales attempt to determine what an
individual believes, perceives, or feels. For this reason,
the writer has chosen to use a 5-point Likert scale for
use in rating a section of the responses on the job
satisfaction items and the entire part of the study
dealing with morale.
According to R. Gay, a Likert scale asks an individual
to respond to a series of statements indicating whether
he or she:
^Gay, p. 69.
^George W. Snedecor and William G. Cochran, Statistical
Methods (Iowa State Press, 1967), p. 543.
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Strongly Agrees (SA) 5 points
Agrees (A) 4 points
Undecided (U) 3 points
Disagrees (D) 2 points
Strongly Disagrees (SD) 1 point
negative statements
,
tlie point scale will be
1
Data Collection, Processing, and Analysis
The cover letter and questionnaire will be mailed to
the community college faculty members who are selected as
part of the random sample at their college addresses. A
stamped, addressed envelope will be included in each mailing
for their convenience in replying. It is anticipated that
the first mailing will be sent out at the end of March,
1981, with a follow-up request to be mailed shortly after-
ward. The plan will be to encourage faculty to return the
questionnaire to the writer by May, the close of the
academic year.
Once the respondents return the questionnaire, their
responses will be coded for computer input and descriptive
statistics will be used for the data analysis. The Statistical
Package for the Social Sciences (SPSS) Program will be used
The returns are to be tabulated andin computing the data.
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will be presented in different forms.
Part I, Job Satisfaction (negotiated rewards and
researched rewards), and selected items in Part II, Morale,
will be computed for means, frequencies, percentages,
and standard deviations. A total morale score will also
be computed in terms of frequencies.
In an effort to test for the relationship between
job satisfaction and morale, a Pearson correlation will
be computed. Cross tabulations will be figured for
selected items in both the job satisfaction and morale
sections, matched to the demographic data in Part III.
Chi square tests will also be run on selected items on
the questionnaire.
Responses from the study will be organized to
provide first-level baseline data for analysis and for
future studies on community college faculty in
Massachusetts
.
Limitations of the Study
The writer notes the following limitations of the
study
:
1. At the time this study was developed, community
college faculty members were working under the
provisions of an old collective bargaining
agreement, having rejected a proposed new contract
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several months ago. Negotiations had just
begun in the hopes of resolving the key-
issues which had caused the first rejection.
2. It may be interpreted by others that there are
other rewards included in the old agreement
which this writer does not address in this
study. For the purpose of this study, salary,
promotion, tenure, sabbatical leaves, pro-
fessional development provisions, the academic
calendar, and workload provisions were the only
negotiated rewards surveyed.
3. The survey was distributed to faculty members
in the beginning of April which is toward the
end of the academic year.
4. Because it is a mailed questionnaire, requesting
anonymous responses, the percentage of returns
is difficult to predict.
5. The anonymous nature of the questionnaire will
make follow-ups on non- respondents difficult.
6. The sample population did not take into account
stratification by years of teaching in the
community colleges in Massachusetts.
7. Those who may be identified as malcontents may
be more eager to complete the questionnaire to
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voice criticism.
8. There may be those who feel their morale is too
low to even answer the questions.
Definitions of Terms
The following is a list of terms which will be used
in this study:
1* The Agreement : the collective bargaining agreement
entered into by the Massachusetts Board of Regional
Community Colleges and the Massachusetts Community
College Council, which governs teaching faculty at
the community college level. The agreement was in
force from 1977 to 1980 and carried over into 1981,
pending passage of a new agreement.
2. Academic Tenure : "shall mean the demonstrated
performance of outstanding service in a faculty
nlposition .
"
3. Academic Year : a consecutive period to time,
usually nine months, encompassing two semesters,
beginning with the annual opening of the college
year, allowing for all school vacations.
4. Promotion : advancement from lower faculty rank
to a higher faculty rank according to the provisions
^Massachusetts Board of Regional Community Colleges and
the Massachusetts Community College Council, Collective
Bargaining Agreement , 1977-1980, pp . 1"2, Section 1.04.
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of the collective bargaining agreement.
5- Sabbatical : a paid leave of absence granted for
professional growth, research, study, or travel
benefiting the faculty member or the college.
6. Salary : monetary compensation paid to faculty
members in accordance with the schedules developed
as part of the collective bargaining agreement.
7. Morale : a sense of group well-being measured by
the professional interest and enthusiasm faculty
members have toward achieving individual and
group goals.
8. Rewards : satisfying returns or results gained
for positive contributions to the institutions.
9. Job Satisfaction : an individual's emotional
reactions to a particular job.^
10. Recognition : the favorable acknowledgement given
for efforts or accomplishments.
11. Professional Growth : opportunities to enlarge,
advance, or enhance one's career opportunities.
12. Autonomy : the degree of independence faculty
members feel they have in their jobs.
13. Professional Status : the degree of prestige
attached to community college teaching.
^Michael Gruenberg, Understanding Job Satisfaction
(New York: John Wiley and Sons, 1979).
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14. College administrators : community college presidents,
deans, assistant deans, and division chairpeople.
15. Legislators : members of the House of Representatives
and Senate members in the Commonwealth of Massachusetts.
16. Variable : a succession of values that determines
a position or a condition.
17. Factor : something which actively contributes to
an accomplishment, a result, or a process.
CHAPTER II
REVIEW OF THE LITERATURE
To serve as the background for this research, the
review of the literature focused on studies dealing with
faculty morale. Theories of job satisfaction in relation-
ship to the working conditions of community college faculty
will also be addressed by the writer. Morale will be defined
through the readings, the factors affecting morale and job
satisfaction will be reviewed, and the research on selected
morale variables will be included.
Definitions of Morale
The issue of morale within the organization has been
an area of concern for both educational administrators
and business managers for many years. In reviewing the
literature, it is noted by the writer that certain issues
appear clear; morale is multi-faceted and omni-present.
It is sometimes high, sometimes low, but never absent.
Claude George describes morale as a "state of mind--
how one feels about things.'^ It is generally agreed
that when morale is good, one feels good about things, one
^Claude George, Supervision in Action: The Art of
Managing Others (Reston: Reston Publishing Company, 1979),
P. 68.
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is optimistic, 3.nd one works with Gnergy and Gnthusiasm,
Morale has further been described by Kassen in his
book, The Human Side of Organizations
,
as an "elusive
thing, not easy to define, control, or measure, but exerting
a strong influence over the human relations climate in
organizations .
^
In a study on morale, Bentley and Rempel stated that
"morale refers to the professional interest and enthusiasm
that a person displays toward the achievement of individual
2
and group goals in a given situation."
One of the most concise definitions of morale, as it
relates to the teaching profession, is given by Geoffrey
Cloverdale who states that "it concerns the mental and
emotional attitudes of teachers toward their jobs."^
Most of the individual authors who have Avritten on
the subject of morale during the last several decades
agree that good morale grows out of good human relations,
good employee motivation, respect for the individual,
recognition of individual differences and accomplishments,
good communications, understanding, and other positive
^Kassen, p. 150.
^Ralph R. Bentley and Averno M. Rempel, Changing Teacher
Morale: An Experiment in Feedback of Identified Problems
(ERIC Document" Reproduction Service, ED 201 779 , 1969) , p . 2
.
^Geoffrey Cloverdale, Teacher Morale: A Pilot Study ,
Center for Advancement of Teaching Education, Monograph No. 4
(ERIC Document Reproduction Service, ED 126 034, 1975), p. 3.
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administrative practices.
In general, it is the belief of the writer that morale
is the atmosphere created by the attitudes and perceptions
of the members of the organization- -a spirit which is
impossible to force, difficult to measure, and easily
destroyed. Because this spirit is intangible, its outward
form is expressed by the manner and confidence with which
individuals perform their jobs, and, as Bentley and Rempel
point out, "is a vital ingredient in the success of any
human enterprise."^
It has been stated by Donald Cook in a recent article
on morale in teaching that "undeniably, teacher morale is
recognized by school administrators as one of the key
ingredients in the development of a successful educational
environment
.
In a pilot study on faculty morale conducted by
Geoffrey Cloverdale, he stated that morale implies some
"human quality which prompts a person to produce his or
her best; a maximum output that is associated with a forward
3
looking, healthy, and confident state of mind."
^Bentley and Rempel, p. 3.
^Donald H. Cook, "Teacher Morale: Symptoms, Diasnosis,
and Prescription," The Clearing House , April, 1979, pp . 355-
358 .
^Cloverdale, p. 4.
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Factors Affecting Morale
Claude George points out in his book on employee
supervision that employee morale may be influenced by
factors under direct administrative control. These may
include such things as adequate compensation, job security,
good working conditions, interesting work, and recognition
for a job well done.^
College administrators have generally acknowledged
the presence of low morale on campuses, but complained that
poor salaries, over which they had no immediate control,
2
allowed such melancholy to exist.
It is not the intention of the writer to underestimate
the importance of financial rewards and agrees with Ebben
and Maher that ’’economic health is at the heart of any good
3
organization.” The results of Rempel and Bentley's study
on morale clearly indicates a high relationship between
salary level and level of morale. In fact, salary level
affects all components of morale with the exception of
4teacher workload.
^George, p. 74.
2 Cloverdale, p. 4.
3Ebben and Maher, p. 5.
^Bentley and Rempel, p. 4.
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The question of teachers’ salaries was also an issue
addressed in a recent study conducted by the Academy of
Family Physicians which reported that 19 percent of the
teachers responding to their questionnaire had second jobs.
It went on to explain that while the paycheck seems a
much smaller issue as far as occupational stress at the
workplace is concerned, in the context of the home
environment, it appears that money is a problem outdistancing
all others,^
V/atkins and Brown have pointed out that the problem
is ’’many faculty members seem to have internalized the values
implicit in a society that pays street cleaners almost twice
2
the salary of the average teacher."
Job Satisfaction
Although the issue of adequate compensation has a
direct relationship to high morale, there are other factors
affecting the teaching efforts of community college faculty
which must be mentioned.
Dr. Frederick Herzberg found that every job must make
provisions for two separate and distinct aspects - -hygienic
and motivational--if employees are to be happy and productive.
^American Academy of Family Physicians, p 44
^Robert D. Brown and Marley W. Watkins , "Compentency
and Interpersonal Ratings of Teacher Specialists," Psychologx
in the Schools , January, 1980 , p. 102.
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The hygienic factors (those affecting the work environment)
include salary, competent supervision, fair administrative
policy, job security, the opportunity for personal growth,
and good interpersonal relationships. He also found that
people are motivated, happy, and productive when they feel
the following:
1. Satisfaction from viewing the successful
completion of a job, providing the solutions
to problems, and seeing the results of their
work
2. Perceive some act of recognition from super-
visors, colleagues, peers, clients, or
the general public
3. Enjoy the nature of the work itself
4. Were given the responsibility for their
own work or the work of others
5. Felt opportunities were available for an
actual change of status or position and
for increased responsibilities.!
Job Satisfaction and Community College Teaching
For the purpose of this research, the writer found it
desirable to study Herzberg’s theory on job satisfaction as
it relates to community college teaching.
James Bess addressed the question of job satisfaction
and community college teaching in his article, "The
Motivation to Teach," and supports the contention that the
^Herzberg, p. 59.
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unchanging structure of the teaching enterprise causes
teaching to become enervating rather than motivating and
certainly not a means of gaining new kinds of satisfactions
over the length of an academic career. He goes on to note
that motivation is an essential ingredient in the formula
for good teaching, and depends fundamentally on the strength
and quality of the satisfactions that can be derived.^
It is the author's belief that unless faculty members
perceive the teaching experience as having the potential
for a continuing source of profound satisfactions arising
out of the fulfillment of deep-seated human needs, they
will rarely have the continued commitment so necessary to
successful classroom teaching.
Unfortunately, the typical community college professor
falls into a pattern of teaching two or three courses each
semester, offering little or no new challenge, and limiting
chances to adapt the work environment to life's changing
needs. Current research on job design, job enlargement,
and job rotation suggests the utility of structural
accommodations within the organization to meet employees
needs for change and variety in their work routines. Those
in community college settings recognize that they have little
opportunity to experiment with teaching roles alternative
to their present roles.
^Bess, p. 246.
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With many students entering community colleges with
minimal basic skills and knowledges, faculty members are
experiencing the sense of being restricted to a narrower
and narrower range of knowledge and expertise. Thus, rather
than job enlargement, community college faculty are
experiencing restrictive course content and limited
opportunities for change.
Peter Weisner in his article on faculty development
mentioned another interesting point when he argued that
it would be difficult for faculty to achieve psychological
success, that is job satisfaction, by teaching college- level
materials to students who do not have the academic skills
to master them.^ With the open-door policy of the community
college, instructors must often forgo psychological
satisfaction by realizing that he or she cannot reduce high
attrition and failure rates without reducing academic
standards. Such conditions often strain on the academic
integrity of community college faculty, resulting in a
frustration continuum.
Bess further supports this same point in writing that
"various dimensions of the teaching role serve to frustrate
2
need satisfaction rather than to facilitate it."
^Peter Weisner, "Who is Responsible for Faculty
Development," Community College Frontiers , Spring, 1979,
p . 36
.
^Bess, p. 250.
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He states that:
since the outcomes of a particular teaching event
are uncertain and difficult to measure, the
faculty member resorts to modes of teaching
that allow him to perceive readily the stability
in the externalities of learning -
-e
.
g
. ,
class-
room attendance, non-revelliousness in students,
responsiveness to carefully programmed stimuli
which allow little variation from expectation.
Thus, because the outcomes of learning are
complex, faculty often refrain from attempting
to satisfy their own growth needs and con-
centrate instead on control, stability, and
freedom from neurotic anxiety.^
Understanding these typical faculty solutions, he
believes faculty observe a pattern of defensiveness and
self-protectionism, which stems from the inability of
faculty to understand the linkages between their own
needs and the opportunities in teaching.
It is believed by the writer that growing, dynamic
people are constantly in need of new experiences and
ideas. Yet, those of us in educational settings know that
during most of the academic year, we are wrapped up in one
department of one college, teaching courses identical or
similar to those taught in previous years. The only means
of interaction is with a small group of colleagues.
Rensis Likert asserted that the relationship between
job satisfaction and performance becomes more positive as
^ Ibid.
,
p . 249
.
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,
p . 249
.
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the level of skill required to do the job increases.”^
This appears to be in direct conflict with the role the
community college teacher must assume, one in which the
content of the subject they teach becomes more "basic”
each year. A typical English Department in a community
college reported having to offer more sections of its
Basic English course than sections of its English
Composition I course, which is the first semester freshmen
English requirement.
While it is understood that these teaching patterns
are necessary to accomplish the task of educating a
continuous stream of students at a variety of different
academic levels, it is important that administration,
faculty, and staff recognize the need to work continuously
to insure that boredom and frustration are not caused by
the pattern of the work becoming too routine.
Ebben and Maher stated in their paper studying
institutional vitality that these are factors which describe
an educational environment in which one would find it
difficult to maintain a creative enthusiasm and commitment
to learning. Indeed, they feel that "most academics, given
2
a real choice, would not choose to work in such a setting."
^Rensis Likert quoted in Ebben and Maher, p. 8.
2
Ebben and Maher, p. 6.
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Fred Gillard in his study on low faculty morale reports
that something will have to be done for those members of
the faculty and staff who have become disenchanted with
the system and slip into "non-functioning ways--those
whose mindsets will permit little flexibility at a time
when everyone will have to bend or be shattered."^
Community College Teaching as a Profession
Most educators will agree that teaching is a complicated
process. An article in a recent NBA journal states that
teachers are deeply affected by where they teach, what they
teach, how they view learning, how successful they are,
the state of their health, and "other factors which do not
2
lend themselves readily to slide rule measurement."
It is the belief of the writer that one of these
"other factors," one which directly affects job satisfaction,
is the sense of pride individuals have in themselves and
their work. Community college faculties must "feel" that
they are members of a profession which respects their achieve-
ments and understands their needs.
In addressing the definition of a profession, Schien
stated that the degree of autonomy is the most common
^Fred Cillard, "Down with Low Faculty Morale," Improving
College and University Teaching , Winter, 1980, p. 2.
^Finding Out What Teachers Need and Want," Today’s
Education. NBA Journal , October, 1972, p. 31.
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indicator used by sociologists to measure professionalism.
To him, medicine rates high as a profession because it
involves a clear mission, a high degree of commitment, a
specialized body of knowledge gained over a prolonged
period of time, and autonomy in shaping the practice and
defining relationships to clients.^
He feels that teaching falls between medicine and
management; it is more professional than management because
it clearly involves an attempt to maintain professional
autonomy. Schein further states that the position of a
university professor comes close to the medical model,
except that "it involves several roles within a role and
2
a nebulous client concept."
However, as pointed out by Peter Weisner in his
article on the responsibility for faculty development,
community college teaching is perceived to have less
professional status because it does not require high
standards of research or a high level of subject matter
expertise
.
William Vincent addresses this same question and
points out that rather than accept the premise that community
^Edgar Schien, Professional Education (New Jersey:
McGraw Hill, 1972), p. 9.
^ Ibid
. ,
p . 2 .
^Weisner, p. 34.
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college faculty, as it exists, constitutes less of a
profession than medicine or university teaching, it should
be argued that they form an "unduplicated body of expertise
and an underutilized resource for institutional develop-
ment .
It is the belief of the writer that all these factors
mentioned can have a profound affect on individual
perceptions of job satisfaction and institutional morale.
Research on Morale Variables
Much of the research on the topic of job satisfaction
and its relationship to faculty morale generally centers on
addressing four morale variables; academic environment;
physical environment; personal characteristics of faculty
members; and teaching effectiveness.
Academic environment . The academic environment includes
such topics as academic freedom, open communication
between colleagues and administrators, opportunities for
social interactions, and positive student response to
the learning situation, while the physical environment
deals more directly with classroom space, equipment, and
the maintenance of an educational setting conducive to
learning
.
^Vincent, p. 55.
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Emily Gloster in a 1975 study on morale in a community
college, supports the research in stating that morale affects
production, relationships with colleagues, and attitudes
toward the institution, colleagues, and students. She was
in agreement v;ith all authors when she stated that morale
is an important factor in the success of obtaining the
institutional and personal goals. Her research indicated
that the most important morale factor measured was the
one which gave faculty members a great deal of independence
and freedom in the presentation of materials to classes,
while the second strongest rated factor dealt with the
friendliness and cooperativeness of colleagues.^
A. Dewey Sanders’ study on community college morale
reiterates the importance of a strong communications
network, one which allows all segments of the college
community an opportunity to interact. In his research
on five different community colleges in Kentucky, Sanders
pointed out that in measuring groups of higher, middle,
and lower morale faculty members, the variable that ranked
highest on the morale scale related to the faculty member’s
perception of being kept informed and listened to by the
2
administration
.
^Emily D. Gloster, A Faculty Morale Study in a Community
College (ERIC Document Reproduction Service, ED 111 453,
1975]7~P- 34.
^A. Dewey Sanders, Faculty Morale: A Study of a
Community College System , Lexington, Kentucky, 1971, p. 50.
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In further support of this position, Gloster stated
in the conclusion of her study that she felt her research
served a definite purpose in that it made administration
aware of faculty morale and made faculty aware that the
administration was concerned.^ The writer feels that this
advances the premise that the practice of open communications
cannot be underestimated or overutilized.
Physical environment . In relationship to the morale
variable dealing with the physical environment, Gloster
reported that the question in her study which elicited the
lowest morale rating was the one with dealt with the physical
limitations of the classroom as they prevented proper
2
utilization of certain instructional techniques. It is
the belief of the writer that this variable is one which
has a profound affect on faculty members in the community
colleges in Massachusetts which are still housed in
temporary quarters where classroom space, equipm.ent, and
support facilities are lacking.
Sanders reported that the significant difference
obtained among the five selected colleges he researched
indicated that facilities and equipment were most important.
He noted that strong attitudes of satisfaction and
^Gloster, p. 1.
^Ibid.
,
p. 34
.
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dissatisfaction toward facilities and equipment indicated
the potency of this variable with respect to explaining
the differences in faculty attitudes at their colleges.^
Personal characteristics . The writer believes that the
morale variable relating to personal characteristics
provides an opportunity for greater insight into why morale
is such a dynamic and complex phenomenon. In Sanders’
study, he included items which were related to the indivi-
dual's personal security and ego strength. He found that
important to this factor was the opportunity for personal
growth and advancement in the college system and
determined that the more such opportunities v;ere perceived,
the more secure the individuals seemed to be. He concluded
that teachers with low morale were more personally in-
2
secure about themselves than those with high morale.
Because this very basic need for personal growth and
advancement is not provided for by our present community
college system, it is the contention of the writer that
the system perpetuates behavior that is obstructive ana
non-contributory to the common purpose. Faculty members
are teased with token development budgets, stingy
sabbatical support, and paltry promotion packages. It
^Sanders, p. 48.
^ Ibid
. ,
p . 50
.
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appears evident that these are key areas where constructive
steps must be taken to help build institutional morale
and enhance job satisfaction.
Another aspect of the personal characteristic's
category deals with the need for detailed biographical
data on the respondents. Frankel, in a report on junior
college job satisfaction, suggests that future research
attempts may profit by taking faculty characteristics
into account.^
A few of these studies have taken into consideration
a minimum of biographical information. Sanders studied
the question of morale as it relates to married and single
faculty members and found that a significant relationship
exhisted between "one's perception of his spouses morale
with respect to his job and his overall morale." He
also noted that a single person's perception of opportunities
for compatible social interactions favorably affects morale,
the suggestion being that morale tends to be higher where
. . 2
there are compatible social opportunities.
In Emily Gloster's study, she found no significant
difference in the morale scores between marital status,
sex, or the combining of the statistics relating to marital
^Joanne Frankel, Junior College Job Satisfaction ,
(Los Angeles, California: ERIC Clearinghouse for Junior
Colleges
,
1973)
,
p. 14
.
2 Sanders, p. 51.
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status and sex; no significant difference between those
teaching 0-4 years and those teaching between 5-9 years;
and no significant difference was found between those
with different levels of degree attainment.^
Teaching effectiveness . The final morale variable which
has been researched in the literature deals with morale
and its affect on teaching effectiveness. It has been
concluded by the writer that few faculty studies have
addressed the issue of how morale is related to effective
classroom performance -- the institution's primary
objective. Blocker and Richardson, based on their
review of 25 years of morale research, indicate a need
2
for more studies in this very area.
John Frederick Cooper conducted a study on the
teaching effectiveness of junior college instructors,
emphasizing this same fact, but rationalized the reason
being that the criteria used to measure teaching effective-
ness appears to be one of the obstacles in sound measure-
ment. He set out to determine if there was a significant
relationship between the morale of junior college teachers
and teaching effectiveness as perceived by their students.
^Gloster, p. 22.
^Clyde Blocker and Richard Richardson, "Twenty-Five
Years of Morale Research: A Critical Review," The Journal
of Educational Sociology, January, 1963, p. 208.
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Using a modified version of the Purdue Teacher Opinionnaire
,
he identified the following morale variables:
1. Teacher rapport with supervisors
2. Teacher satisfaction with teaching
3. Rapport with faculty
4. Salary
5. Teacher workload
6. Teacher status
7. Current issues
8. Community support for education
9. School facilities and equipment
10.
Community pressures^
The results indicated a statistically significant
relationship between measures of satisfaction with teaching,
community support, and total job satisfaction with the
teaching effectiveness ratings given by students. He
concluded that:
1. Junior college teachers’ perceptions
of job satisfaction were positively
related to their teaching effectiveness
ratings as perceived by their students.
2. The junior college teachers' perceptions
of community support of education had a
negative relationship with student's
perception of teaching effectiveness.
3. The total job satisfaction of junior
college teachers was positively
related to the students' perceptions
of teacher effectiveness.^
Although this study does not insure that increased
morale causes increased teaching effectiveness, it does
^John Frederick Cooper, The Morale and Teaching
Effectiveness of Junior College Teachers (ERIC Document
Reproduction Service, ED 134 266 , 1977), p . 8
.
^Ibid.
,
p. 8.
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prove, according to Cooper, a significant relationship
between the two variables.
Because the research indicates that certain situations
environmental factors
,
and motivational determinants which
result in greater worker effectiveness may generate high
job satisfaction and morale. Cooper argues that this may
suggest that those junior college teachers who are the most
effective may very well be the ones with the greatest
morale and job satisfaction.^
Job Satisfaction and Morale '
A most recent study on job satisfaction and faculty
morale conducted by the University of Texas at Arlington
(UTA) noted the distinction between job satisfaction and
morale
.
Michael Gruneberg contends that morale refers to
group well-being whereas job satisfaction refers to the
2individual's emotional reactions to a particular job.
The literature supports the fact that professors generally
rank high on job satisfaction. The UTA study notes this
fact stating that nine out of ten respondents thought of
their work as exciting and fulfilling. Overall, the
^Ibid.
2 Gruneberg, p. 87.
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respondents appeared satisfied with their work. "They
did, however, rank low in morale."^
Rosabeth Moss Kanter suggests that "a person could
feel reasonably satisfied with the content of a job,
but frustrated about growth through it or movement from
The UTA study reported more satisfactions with their
work than with their institutions. In attempting to ex-
plain the reasoning behind the findings, the study
suggests the dissonance theory as a possible interpretation
for this result:
Research regarding this theory indicates that
when one thought ("I find teaching personally
rewarding") is psychologically inconsistent
with another thought ("I am not officially
rewarded for my teaching")
,
psychic tension
will occur. How could this unpleasant state
be reduced? One way is to change one of
the thoughts to make it more compatible with
the other one. This could be accomplished
by magnifying the attractiveness of one
thought or by playing up its gains and
playing down its losses.^
Another possible reason for valuing teaching more
than other job content areas, the study indicates, is that
although not a source of primary rewards (promotions or
^Don Beach, Mary Hunter, and Joe Ventimiglia, "Inter-
national Survey on Faculty Morale Completed: A Comparison
with UTA, Insight to Teaching Excellence , The University of
Texas at Arlington, November^ 1980, p. 6.
^Rosabeth Moss Kanter, Men and Women of the Corporation
(New York: Basic Books, Inc., 1977), p. 105.
^Beach, Hunter, and Ventimiglia, p. 6.
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salary increases)
,
secondary rewards such as adultation
from students or being "the captain of the ship" in their
classrooms, are perceived as compensation.^
Noting the low morale ratings of the respondents
from all the surveyed groups, the University of Texas at
Arlington study suggests that an uncertain future,
declining enrollments, competition for dwindling resources,
and limited job mobility may further compound the morale
dilemma. It goes on to remind researchers that:
Higher education is struggling to maintain
both student enrollments and operational
budgets. Uncertainty about attaining either
goal may contribute to low faculty morale.
In addition, current market conditions in
higher education are limiting job mobility.
Lateral or upward advancement by geographic
movement is less likely. A feeling of
entrapment may depress morale.
^
The study suggests another possible explanation for
low morale as "flameout," defined by Grant and Riesman
as :
a high state of anxiety and low morale
brought about by overwork, ambiguity of
roles and standards, uncertainty about the^
future, and lack of support by colleagues.
Researchers at UTA concluded that faculty members everywhere
^Ibid.
^Ibid.
,
p. 7
.
^Report of the "Long Range Curriculum Disappearing
Task Force," Mimeographed, June, 1976, p. 3, Evergreen
State College, Olympia, Washington, Cited in Grant,
Gerald and David Riesman, The Perpetual Dream: Reform
and Experiment in the American College , Chicago. The
University of Chicago Press , 1 9 7 S
.
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are confronting hard times. They are overworked; roles
and standards are ambiguous; evaluation standards are
alienating faculty because of the lower-than-desired
attention given to teaching; and enrollments, resources,
and mobility are dwindling.^
Given the current state of higher education, it is
the intent of the writer to emphasize the urgent need to
identify the rewards faculty members perceive as necessary
to individual job satisfaction in an effort to enhance
the institutional climate in which we all work.. Efforts
must be made to study the conditions we are facing which
have such a debilitating affect on personnel so that the
educational environment becomes one that encourages
learning and growth in all sectors.
It is the contention of this writer that if an
institution is to maintain and enhance the viability of
its instructional programs, it must make a major commitment
to support an atmosphere concerned with the individual
needs of its faculty.
^Beach, Hunter, and Ventimiglia, p. 7.
CHAPTER III
DESIGN AND METHODOLOGY
Introduction
The purpose of this chapter is to review the specifics
regarding the design and implementation of the study.
Attention is focused on the identification of the research
population, comments on the population size, the choice of
the design used for the questionnaire, details .on the design
of the study, and a look at the methods of analysis to be
detailed in Chapter IV.
Research Population Identification
George J. Mouly stated that:
the first problem in sampling is to define the
population so that there is no doubt about who
is to be included and to whom the results of
this study are to apply.
^
L. R. Gay describes the population as "the group of
interest to the researcher, the group to which she or he
2
would like the results of the study to be generalized."
He goes on to state that populations may be virtually any
^George J. Mouly, The Science of Educational Research
(New York: Van Nostrand Reinhold Company, 1970), p. 175.
^Gay, p. 67.
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size and may cover almost any geographic area. It is the
belief of the writer that the problems faculty are con-
fronting are not unique to one locale, but are similar in
most parts of the country. Because the writer has worked
as both a faculty member and an administrator in the
Massachusetts community college system, the decision was
made to use the full-time faculty members of the community
colleges in Massachusetts as the population base for this
study. One of the primary considerations for the
researcher in making this choice was the availability of
accurate faculty listings.
Mouly has stated that a basic principle of sampling
is that every member of the population have an equal chance
of being included in the sample. This immediately raises
the complication, he notes, that it is almost impossible
to obtain an adequate listing of any population from
which the sample might be selected.^
Borg and Gall agree that it is beyond the scope of
most research projects to identify all the members of a
defined population, but this researcher was able to compile
a current, accurate listing of the names and college
addresses of all the full-time community college faculty
2
members teaching in Massachusetts.
^Mouly, p. 185.
^Borg and Gall, p. 116.
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Still another reason for selecting the Massachusetts
system was that specific questions relating to the collective
bargaining agreement could be addressed in the section on
job satisfiers provided through the collective bargaining
process
.
Current Massachusetts community college catalogs
listed by subject area and part and full-time status the
names of most of the professors at their respective
institutions. Most of the state’s fifteen community colleges
did have available copies of the 1980-1981 editions of
the college catalogs. For those few institutions whose
catalogs were either out-of-date or in the process of a new
printing, the faculty lists were made available through the
offices of the academic deans of those institutions.
Population Size
Once the determination was made to use the full-time
community college faculty members in Massachusetts as the
population for the study and the faculty lists were made
available, the next decision for the researcher concerned
the size of the sample to be used for the study.
Borg and Gall have stated that if sampling is done
properly, the researcher can reach valid conclusions
about the entire population by studying only a small sample
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drawn from that population.^
Once the master list of full-time faculty members
was compiled, it contained the names of 1,226 individuals
listed by subject area. There is consensus among research
specialists that the general rule for sample size is to
2
"use the largest sample possible.”
Gay states that for descriptive research, a sample
size of 10 percent of the population is considered a
minimum. He goes on to note that for small populations,
3
20 percent may be required.
It was the intent of the writer to survey the largest
sample possible, keeping in mind the issues of time, expense,
and the scope of the study. For these reasons, the decision
was made by the writer to survey approximately 30 percent
of the population. With 1,226 members listed, this provided
a total sample of 400 persons.
Where the questionnaire was to be mailed to faculty
asking for anonymous responses, it was recognized by the
writer that it would be best to plan for the largest
workable sample.
^ Ibid
. ,
p . 115.
^Ibid.
,
p. 123.
^Gay, p. 77.
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Selection of the sampling technique
. Gay has stated
that there are several valid techniques for selecting a
sample. Whichever is chosen, he notes, it should be
remembered that "the degree to which the sample represents
the population is the degree to which the results are
generalizable
.
It was the writer's intention that each individual
have an equal chance of being included in the sample.
For this reason, random sampling was used.
Borg and Gall noted that simple random sampling
is a powerful technique for selecting a sample that is
representative of a larger population and that it is
probably the sampling technique most frequently used by
2
educational researchers.
They go on to explain that there are a variety of
techniques which can be used to derive a simple random
sample. One of those suggested, the use of a table of
random numbers, was chosen by the writer as the means of
selecting the individuals to be included in the sample
population .
^
Since there was a diligent effort by the writer to
^ Ibid.
,
p . 68
.
^Borg and Gall, p. 120.
^Ibid.
,
117.
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compile an accurate, up-to-date list of all full-time
faculty members included in the population, it was
decided that the use of such a table would assure a
representative sample. The table of random numbers used
in this process was developed by George W. Snedecor and
William G. Cochran.^
Following the procedures for random sampling outlined
by Borg and Gall, the researcher began the sampling process.
With the catalog listings and those lists provided by the
academic deans, a master list was compiled by the writer.
The list was developed by randomly arranging the individual
lists. Each name on the master list was given a number,
consecutive from 1 to 1,226. Once the names were numbered,
the table of random numbers was used to select the indivi-
duals to be included in the study. The writer arbitrarily
selected a starting point on the table and following the
selection process began to compile the sample population
listing. As stated previously, a total of 400 individual
full-time faculty members were included in the sample
population.
Design of the Questionnaire
It has been stated by Borg and Gall that probably no
instrument of research has been as used or abused as much
^Snedecor and Cochran, pp. 543-546.
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in educational research as the questionnaire. They believe
the questionnaire dates back to Horace Mann, who used it
as a research tool in 1847.^
As discussed previously in this study, considering
both the advantages and the disadvantages in using the
questionnaire as a survey instrument, the writer believed
that in order to obtain responses from the largest possible
sample, the questionnaire was deemed to be the most
appropriate instrument for this study.
In an effort to answer the research questions in this
report and to test for the relationship between job
satisfaction and morale, it was decided by the writer to
use a three-part instrument.
Part I was designed to obtain faculty perceptions on
job satisfaction. The purpose of this part was to gain
insight into faculty opinion regarding the adequacy of
the job satisfiers provided through the collective
bargaining process. In developing this section of the
instrument, it was the intent of the writer to gain a
consensus as to which benefits derived from the negotiated
agreement could be categorized as job satisfiers. Assisting
in this identification process were the members of the
Massachusetts Community College Division Chairpersons*
Council. The Massachusetts community college system’s
^Borg and Gall, p. 241.
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administrative structure allows for a council of representa-
tives from each of the administrative ranks. There exists
a Presidents' Council, a Deans' Council, and a Division
Chairpersons' Council, which meet regularly to discuss
matters of mutual concern. In an effort to identify the
benefits the Division Chair representatives perceived as
provided by the contract, the writer questioned the members
of the Council at a meeting held at Bristol Community
College in the Fall of 1980. From this survey, the writer
developed a list of eight job satisfiers.
The list included the following items:
1 . Tenure
2. Salary
3. Sabbatical Leaves
4. Promotion Policies
5. Professional Development Provisions
6. Workload Provisions
7. Academic Calendar
8. Seniority Provisions
These items were randomly listed as the job satisfiers
provided through collective bargaining and provided the
content for the first section of Part I of the questionnaire.
A lead question was developed to precede the list. The
question read: "I believe the provisions of the collective
bargaining agreement are adequate in regard to.
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Rating method . It was stated by Gay that "attitude scales
attempt to measure what an individual believes, perceives,
or feels.
Borg and Gall have stated that "Likert scales are the
2
most common types of attitude scales which are constructed."
Since the lead question in this section intended to measure
faculty opinion, the writer chose to use a Likert-type
scale for this section of the study.
There were five general categories from which the
respondent could choose. They were: Strongly Agree (SA)
;
Agree (A) ; Undecided (U) ; Disagree (D) ; and Strongly
Disagree (SD) . Each response was associated with a point
value
:
SA
A
U
D
SD
5 points
4 points
3 points
2 points
1 point
The survey instrument went on to ask respondents to
rank order the list of negotiated rewards. This section was
section was introduced by asking the faculty member to rank
order the list according to what they perceived to be the
most important (#1) to the least important (#8).
^Gay, p. 98.
^Borg and Gall, p. 201.
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This concluded the questioning relating to job satisfiers
provided through the contract.
The next major section of Part I, Job Satisfaction,
followed. The instrument continued with a list of specific
job satisfiers which were drawn from a thorough search of
the literature on job satisfaction. Using the Herzberg
theory on job satisfaction and Porter's need fulfillment
theory, a list of twenty-three job satisfiers was
constructed.
Dr. Herzberg' s research analyzed the content of his
interview statements into what he termed different "thought
units." He categorized the first level factors, those
about a single event or condition which lead to a particular
feeling, in this manner:
1. Recognition : the major criterion for this
category was some act of recognition to the
individual. Some act of notice, praise, or
blame was involved, and the source could be
almost anyone. It could be a supervisor,
some other individual in management as an
impersonal force, a peer, a professional
colleague, or the general public. This
category included what Herzberg called
"negative recognition" in the form of
criticism or blame.
2. Achievement; this category involved some
specifically mentioned success, and it
included: successful completion of a job,
solutions to problems, vindication, and
seeing the results of one's work. The
definition of achievement also included
the opposite: failure and the absence of
achievement
.
63
3* Possibility of Growth : this category
included instances in which the respondent
reported changes in his situation involving
objective evidence that possibilities for his
growth are now increased or decreased.
4. Advancement : this category included actual
changes in the status or position of the
person in the company.
5. Salary . this category included all sequences
of events in which compensation plays a role,
such as wage or salary increases, or unfulfilled
expectations of salary increases
.
6. Interpersonal Relations : the coding of inter-
personal relations was restricted to those
stories in which there was some verbalization
about the characteristics of interactions
between the respondent and some other
person. This was set up in terms of three
major categories: (a) Interpersonal Relations
with Subordinates; (b) Interpersonal Relations
with Superiors; and (c) Interpersonal Relations
with Peers.
7. Supervision- -Technical : this factor differed
from Interpersonal Relations with Superior
in that included here would be the technical
aspects of the supervisor's job, such as the
competence or the incompetence of the
supervisor, his willingness or unwillingness
to delegate responsibility, or his willingness
or unwillingness to teach.
8. Responsibility : included in this category
were statements in which the respondent
reported satisfaction from being given
responsibility for his own work or the work
of others, or being given new responsibility.
Also included were stories in which there
was a loss of satisfaction from lack of
responsibility.
9. Company Policy and Administration : included
here were sequences in which some overall
aspect of the company was a factor. Sequences
about good or poor communications, agreement
or disagreement with company goals, adequacy
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or inadequacy of company management or
organization, beneficial or harmful personnel
policies are some examples.
10- Working Conditions : included in this factor
were the physical conditions of work, the
amount of work, or the facilities available
for doing the work.
11 • Work Itself ; this category was used when the
respondent mentioned the actual doing of thejob or the tasks as a source of good or bad
feelings
.
12. Personal Life : this category included those
situations in which some aspect of the job
affected the individual’s personal life in
such a way that the effect was a factor in
the respondent’s feelings about his job.
13. Status : this category included sequences in
which the respondent actually mentioned some
sign or appurtenance of status as being a
factor in his feelings about the job.
14. Job Security : included here were objective
signs of presence of absence of job
security such as tenure in the firm or
company stability or instability.!
In addition to using the first level factors identified
by Dr. Herzberg as the research base for the job satisfaction
items on the survey, the writer also included items from
Lyman W. Porter’s need fulfillment categories. During the
early 1960’s, Lyman Porter developed a scale which was to
measure the magnitude, importance, and degree of need
satisfaction of managers in relation to Maslow’s hierarchy
Herzberg, pp
.
44-49.
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of needs. He included the categories of;
1. Security Needs
2. Social Needs
3. Esteem Needs
4. Autonomy Needs
5. Self-Actualization Needs^
It was the belief of the writer that the need
category of "autonomy" had a special significance to the
role of the classroom teacher, while all other need
categories outlined by Porter could pos itively
. or negatively
affect job satisfaction of faculty. With this in mind,
the writer included the theory of Porter when developing
the list of twenty-three job satisfiers included in the
second section of Part I of the questionnaire devoted to
job satisfaction.
The following list identifies the items included
in this section and explains the writer’s interpretation
as to its research origin:
Item #1 Interesting Work
Research Base; Herzberg; Work Itself
Item #2 A Feeling of Accomplishment
Research Base: Herzberg; Achievement
^Lyman Porter quoted in Linda S. Moxley , Job Satisfaction
of Faculty Teaching Higher Education. An Examination of
Herzberg’ s Dual-Factor Theory and Porter’ s Need Satisfaction
Research (ERIC Document Reproduction Service, ED 139 349,
1977) p. 11.
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Item #3 Opportunities for Advancement
Research Base: Herzberg
:
Advancement
and Growth
I tern #4 Recognition
Research Base: Herzberg
:
Porter
:
Recognition
Esteem Need
Item #5 Adequate Compensation
Research Base: Herzberg
Porter
:
Salary
Security Need
Item #6 Job Security
Research Base: Herzberg
:
Porter
Security
Security Need
I tern #7 Autonomy in Classroom
Research Base: Porter
:
Autonomy Need
Item #8 Good Working Conditions
Research Base: Herzberg
:
Working Condit:
Item #9 Challenging Students
Research Base: Herzberg
Porter
:
Respons ibility
Esteem Need
Item #10 Enjoyable Work
Research Base: Herzberg
:
Work Itself
I tern #11 Good Interpersonal Relationships
Research Base: Herzberg
Porter
:
Interpersonal
ships
Social Needs
Item #12 A Sense of Pride in My Work
Research Base: Herzberg
:
Porter
:
Achievement
Esteem Need
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Item
Item
Item
Item
Item
Item
I tern
Item
Item
Item
# 13 Challenging Work
Research Base: Her zberg
:
Porter
:
Achievement
Self-Actualization
#14 An Opportunity to Make a Difference in
students’ Lives
Research Base: Herzberg
:
Porter
:
Work Itself
Esteem Need
#15 Advantages of Academic Year Calendar
Research Base: Herzberg
:
Work Itself
#16 A Variety of Work Activities
Research Base: Herzberg Work Itself, Growth,
Respons ibl ity
#17 Good School and Equipment
Research Base: Herzberg
:
Working Conditions
#18 A Realistic Workload
Research Base: Herzberg
:
Working Conditions
#19 Status as a Community College Professor
Research Base: Herzberg:
Porter
:
Status
Esteem Need
#20 Opportunities to Interest Students in my
Discipline
Research Base:: Herzberg:
Porter
:
Interpersonal
Relationships
,
Responsibility
Esteem Need, Social
Need
#21 Community Support for Education
Research Base : Herzberg:
Porter
:
Job Security
Security Need
#22 Opportunities to Stay Current in my Field
Research Base : Herzberg:
Porter
:
Growth, Advancement
Self-Actualization
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Item #23 Students Who Appreciate my Teaching Efforts
Research Base: Herzberg: Interpersonal
Relationships
Porter: Esteem Need
Rating scale . The rating for this section also requested
faculty opinion and utilized a similar Likert-type scale:
Strongly Agree (SA) = 5 points
Agree (A) = 4 points
Undecided (U) = 3 points
Disagree (D) = 2 points
Strongly Disagree (SD) = 1 point
In an effort to look at this data from a different
perspective, the questionnaire then asked faculty to
rank order from the preceding list of twenty-three job
satisfiers, the five items which they perceived as most
important to them. They were asked to list the item by
its corresponding number into a rank order category from
#1, most important, to #5. This was included to attempt
to identify what faculty perceived as the five most
important job satisfiers.
Part II: Morale . The second major part of the survey
instrument was designed to study faculty perceptions regard-
ing the institutional climate in which they work.
Stan Kassen has stated that the workplace is one of
the most important institutions for providing human
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satisfaction .
^
The writer believes that it is critical to the overall
success of the academic endeavor to establish criteria
for monitoring the life-signs of the institutions in which
we work. One of the major objectives anticipated from this
study will be to make administrators and policy makers
"morale conscious."
Job satisfaction has been defined for the purpose of
this study as an individual '
s
emotional reactions to a
2particular job. The definition of morale is the sense
of group well-being measured by the professional interest
and enthusiasm faculty members have toward achieving both
their individual and group goals. in surveying faculty
regarding both job satisfaction and morale, it is believed
by the writer that individual needs of faculty members must
be met in order for there to be a sense of well-being among
the group so as to positively affect institutional vitality
and promote the ideal environment for effective teaching.
In discussing faculty needs that relate to motivational
aspects of behavior, Blocker stated that it is essential for
us to understand that it is not only the students who are
seeking a sense of identity and relevance but also the
faculty. Above all, he notes, faculty have needs for
^Kassen, p. 148.
2 Gruneberg
,
p . 87
.
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self- fulfillment .
^
Gregorc and Hendrix believe that the way to respond
to the problem of turned-off teachers are through changes
of attitude and expectations about the school as a human
organization and the teacher as a human being.
^
Stan Kassen listed the following factors as those
which he believed affected employee morale:
1. The organization itself
2. The workers' activities, both on and off the job
3. The nature of the work itself
4. Their fellow workers
5. Their supervisors
6. Their concept of self
7. The satisfaction of their needs^
In deciding which questions would be appropriate to
study the morale issue in our community colleges, the
writer researched several morale studies and decided to
utilize a modified, limited version of the University of
Texas at Arlington's "Survey of Faculty Opinions." The
content for this instrument was taken from Bergquist and
4
Phillips, A Handbook for Faculty Development, Volume 2 .
After consulting with the publisher, permission was
^Clyde Blocker quoted in Frank A. Christensen,
Staff Development: Perceptions of Faculty and Administra-
tion at Selected Community Colleges in Illinois (ERIC
Document Reproduction Service ED 130 705, 1975), p. 35.
2 Gregorc and Hendrix, p. 33.
^Kassen, p. 151.
'^William H. Bergquist and Steven R. Phillips, A
Handbook for Faculty Development, Volume 2 , The Council for
the Advancement of Small Colleges, Washington, D.C., p. 50.
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granted to use several of their morale survey questions in
the morale section of this study (see Appendix A). Part II,
Morale, contained twenty-five questions. They ranged from
general to specific, on topics concerning the institution, its
administration, its faculty, its students, and the individuals
perception of his/her career success.
Rating
.
Because this section also asked faculty to
answer according to their own perceptions, a Likert scale
was used. Respondents were asked to answer each question
using the same rating scale used for the previous section
of the questionnaire:
Strongly Agree (SA) = 5 points
Agree (A) = 4 points
Undecided CU) = 3 points
Disagree (D) = 2 points
Strongly Disagree (SD) = 1 point
Also included in the morale sections were several
negatively phrased questions. In the analysis of these
items, the weights given to the above categories were
reversed.
Part III: Demographic Data . The final part of the
questionnaire was included to provide the demographic data
on the respondents. Ten questions were developed providing
information on the following:
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1 . Age
2 . Sex
3. Marital Status
4. Highest Level of Degree Attainment
5. Faculty Rank
6. Total Years of Teaching Experience
7. Total Years of Teaching Experience in Massachusetts’
Community Colleges
8. Teaching Program
9. Other Career Interests—
10.
Group Identity
These three major parts. Part I--Job Satisfaction,
Part II--Morale, and Part 1 1 1 - -Demographic Data, provided
the research information for this study.
Design and Implementation of the Study
Once decisions were made concerning the population
size, sample selection, and questionnaire content, the
writer began with the design and implementation of the
study
.
Pilot study . The next step was to develop a pilot test
for the survey instrument. As stated by Mouley;
Often a pilot study can save time and expense
by uncovering potential sources of difficulty
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and by providing the investigator with
training in both statistics and field work.
He goes on to state that the "pilot study can help to
obtain the values necessary for the derivation of the most
2
effective design."
Fox mentions that the pilot generally has several
purposes. It may be designed to provide a trial run for the
data-collection approach, or it may be intended to test out
the data-collection instrument to see if it is in need of
revision. He pointed out that an important outcome of
the pilot study stage of the research project is that it
provides the researcher with the knowledge that everything
works. It tests the approach, method, and instrument,
and can yield the data which can answer the research
questions .
^
Pilot sample . Once the questionnaire was constructed,
the writer randomly chose 40 names from the master list of
community college faculty to serve as the pilot sample. These
individuals represented 10 percent of the total population
of 400 persons to be surveyed. Once the names were chosen
for the pilot test, they were removed from the master list
so as to not include these same individuals in the final
survey. The names represented faculty from all of the
^Mouley, p.
^Ibid.
^Fox, pp. 66-67.
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state's fifteen community colleges.
The last page of the pilot questionnaire contained
space for the respondents to comment or make suggestions
regarding the construction and content of the questionnaire
items
.
Pilot cover letter
. A cover letter was designed
explaining the purpose of the test procedure and requesting
faculty assistance and suggestions concerning the construct
and content of the questionnaire (see Appendix B)
. A stamped,
addressed envelope was included for their convenience in
replying. From the 40 questionnaire which were mailed as
part of the pilot test, returns were received from 19 persons.
There was no follow-up conducted for this part of the study.
Pilot returns . The returns provided the researcher
with comments regarding the design of the questionnaire and
also suggestions relating to specific questionnaire items
(see Appendix C) . In general, the comments on appearance,
construction, and content were extremely favorable. As a
result of the pilot, the writer omitted several questions
which faculty perceived as irrelevent. Other than these
revisions, the only other suggestion adopted for the final
version was to provide leaders between columns in the rank-
order sections to make for easier reading and completing.
Survey cover letter . Once the pilot questionnaire was
revised, the writer developed the cover letter for the
75
final survey (see Appendix D)
. Both the pilot-test cover
letter and questionnaire as well as the final copies of the
instrument were professionally printed on a high-grade of
color stock to give the most professional appearance
possible. They were type-set using a large, clear,
readable print on a four-sided sheet of folded paper, each
sheet measuring 8 1/2 inches by 11 inches (see Appendix E)
.
It was the belief of the writer that although the
questionnaire may appear lengthy, it would encourage the
largest possible returns from the anonymous sample if
it appeared to be easy to read and easy to answer.
The cover letter which accompanied the survey was
designed to include a quotation as the lead item. It was
the intent of the writer to attract the attention of the
respondents so as to encourage them to continue to read the
materials enclosed and to complete the questionnaire. A
quotation of John Milton's introduced the body of the letter.
It read:
Where there is much desire to learn, there of
necessity will be much arguing, much writing,
many opinions; for opinion in good men is but
knowledge in the making.
The letter went on to explain the nature of the study
and to encourage the faculty members to have their opinions
included. Key sections were printed in bold-face type for
^John Milton, Areopagit ica , 1644.
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added emphasis. A stamped, addressed envelope was included,
as was done for the pilot study, for the purpose of encourag-
ing responses. The letters and questionnaires were mailed to
the 400 persons in the sample population on Tuesday, April 7,
1981. The mailing was planned for the first of the week so
as to avoid faculty receiving the materials after a weekend
backlog of mail at the various colleges.
Follow-up
. Twelve days following the original mailing, the
writer sent out a follow-up postcard reminder to all 400
persons in the sample. This large follow-up was necessitated
because it was a primary concern of the writer that faculty
feel ease in completing the questionnaire, implying assurance
that their responses were totally anonymous. It was
recognized by the writer that several other means of follow-
up might have been used, but the choice of a complete mailing
to all persons appeared to be the least bothersome and
threatening for those being surveyed (see Appendix F)
.
Method of Analysis
The method of data analysis varied on the different
sections of the survey. In an effort to determine faculty
perceptions on the negotiated job satisfiers, the writer
planned to show the data, by individual item, in terms
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of frequencies, means, and standard deviations. For an
additional analysis on the negotiated rewards, the data
will be shown by frequencies, means, and standard deviations
on the rank order position faculty gave to these items.
The next section on job satisfaction listed the
twenty-three satisfiers researched from the literature.
This data will also show faculty opinion and be presented
in terms of frequencies, means, and standard deviations.
Identification will then follow of what the majority
of faculty members perceived as the five most important
job satisfiers which they were asked to rank order.
For Part II, Morale, it was the intent of the writer
to figure frequencies, means, and standard deviations for
selected items. The items included the following questions
as they were numbered on the questionnaire:
1. Faculty morale is generally high.
2. Communication between faculty and administration
is good.
3. By and large, top level administrators are
providing effective educational leadership.
4. There is a strong sense of community on this
campus
.
13. Relationships between faculty and administrators
tend to be equalitarian rather than hierarachial
.
16. Some faculty members do little more than meet
their classes and pick up their paychecks.
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20. My work is generally exciting and
fulfilling
.
25. My career to date has been successful.
Chi square tests will be computed on the demographic
items.
,
sex; rank; total years of teaching experience;
total years of community college teaching experience;
teaching program; and other career interests to the rank
order position of the negotiated rewards: tenure;
salary; promotion policies; academic calendar; sabbatical
leave provisions; professional development provisions;
and workload provisions.
In addition, chi square tests will be computed
for these same demographic items to selected morale
questions and also to a total morale score.
Since one of the purposes of this study was also
to provide first-level baseline data on Massachusetts
community college faculty, the demographic data in Part III
will be presented as percentages to show the age distribution
marital status; degrees earned; faculty ran; years of
teaching experience; years of community college teaching
experience; other career interests; and a faculty member's
perception of the group with which it most strongly
identifies
.
It is anticipated that this information will be helpful
to future researchers interested in Massachusetts community
college faculty.
CHAPTER IV
ANALYSIS OF THE DATA
This chapter details the procedures followed in the
collection of the data, the analysis of the data, and the
interpretation of the data. Tables and figures are used to
present findings in summary form in an effort to add clarity
to the presentation of. the results of the study.
Collection of the Data
The survey instrument was mailed out to the 400 members
of the random sample on Tuesday morning, April 7, 1981.
From the 400 which were mailed, three were returned with
a note indicating that the faculty member was no longer at
that institution. This left the writer to assume that the
remaining 397 were received. Responses began to arrive
almost immediately. Two days following the mailing, a total
of 22 questionnaires were received. A detailed schedule of
returns is presented in the appendix (see Appendix G) .
With the first questionnaires arriving shortly after the
mailing, the remaining respondents returned their forms
during the five-week period which followed. In total,
180 of the 397 forms were returned. This amounted to
45.3 percent of the sample. Although it was the hope of the
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of the writer to receive a larger percentage of returns, it
was recognized that many factors could account for the
response rate. Community college faculty members had just
weeks before rejected a new union contract and had been
working under the old agreement for almost a full year.
Because part of the questionnaire dealt with the rewards
provided through the collective bargaining process, faculty
may have felt alienated toward anything relating to the
contract. Another factor which may have contributed to
the rate of return was the ambiguity surrounding the
new state plan to reorganize higher education in the
Commonwealth.. There is much concern being expressed regard-
ing the impact reorganization will have on individual
colleges, programs, and faculty members. Still a third
factor to be considered is the anonymity of the question-
naire. Borg and Gall stated that:
The use of an anonymous questionnaire poses
many research problems. Follow-ups are difficult
and ineffective because non-responding individuals
cannot be identified.^
It was the belief of the writer that it was essential
to use an anonymous questionnaire in anticipation of receiving
2
accurate replies. Borg and Gall also support this belief.
The fact that the questionnaire consisted of four
^Borg and Gall, p. 202.
^Ibid.
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pages may also have discouraged some responses. C. A.
Moser reported that "where anything more than answering a
few questions is required, the non-response is always
higher."^ He goes on to note that in mail surveys, "it is
doubly hard to get a satisfactory response."^
The follow-up postcard was mailed to all members in
the sample on Tuesday, April 21, 1981, 14 days after the
iriitial mailing. Up to the date of the follow-up mailing,
137 returns were received. This represented 34.5 percent
of the sample. The follow-up proved to encourage an
additional 11 percent of returns.
Processing the returns
. As the questionnaires were received,
they were numbered consecutively beginning with 001. This
provided an identification number for each of the respondents.
Coding each questionnaire by number allowed for easy
handling when processing the data for the computer analysis.
Once they were numbered, responses to the questionnaire
items were coded with their numerical values and recorded
on computer sheets for keypunching. The writer was
assisted throughout this process by a computer and
statistical consultant. After the data cards were
prepared for the computer, the Statistical Package for
^C. A. Moser, Survey Methods in Social Investigation
(London: Heinemann, 1958), pp . 127-131.
^Ibid.
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for the Social Sciences (SPSS) program was used to process
the results of the study.
As each section of the questionnaire was designed
to provide information regarding a different research
question, the analysis of the data differed from section to
section. Again, throughout this process, the services of a
statistical consultant were used to establish the procedures
for the analysis. The pages which follow report the results
of the study from the various statistical perspectives.
Analysis of the Data
The questionnaire was devided into three main parts;
Part I, Job Satisfaction (Negotiated and Researched Rewards);
Part II, Morale; and Part III, Demographic Data.
Part I: Job Satisfaction (Negotiated Rewards ) . The first
section of the questionnaire was developed to solicit
faculty opinion on their perceptions of the adequacy of the
rewards provided through the collective bargaining agreement.
This section asked faculty to respond by means of a Likert
scale (coded with values from 5 to 1
,
Strongly Agree to
Strongly Disagree) . Table 1 shows the negotiated rewards
listed by the eight categories, the mean scores, and the
standard deviation for each item.
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TABLE 1
FACULTY OPINION ON THE ADEQUACY OF THE NEGOTIATED REWARDS
I tern Mean Standard Deviation
Academic Calendar 3.72
.93
Workload Provisions 3.32 1.12
Seniority Provisions 3.31 1.05
Tenure 3.22 1.13
Sabbatical Leave
Provisions 3.05 1.13
Professional Development
Provisions 2.61 1.16
Promotion Policies 2.33 1.19
Salary 1.92 1.11
Looking at the results of this section of the survey,
it appears that faculty tend to perceive the provisions
of the academic-year calendar as the most adequate item
provided through collective bargaining. The categories
of workload provisions, senority provisions, tenure, and
sabbatical leave provisions are all clustered closely
together with mean scores ranging from 3.32 to 3.05. The
collective bargaining agreement provisions for professional
development and promotion policies received more negative
ratings with mean scores of 2.61 and 2.33 respectively.
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The salary category received the lowest mean score
of 1,92, indicating disagreement to strong disagreement as
to the adequacy of the salary provisions of the collective
bargaining agreement. Out of the 175 persons responding to
the salary item, 136 reported that they disagreed or
strongly disagreed with salary provisions. This represents
79 percent of the respondents. Table 2 presents the
percentage of responses in each of the negotiated rewards
categories. As can be seen, faculty indicated the highest
level of dissatisfaction for salary and promotion policies,
while giving the academic-calendar provision the highest
ranting (see Table 2}
.
Rank ordering of negotiated rewards
.
The second section
of this part of the survey asked faculty members to
rank order the list of eight items, according to their
own perceptions, as to which was the most important (#1)
to the least important (#8).
Beginning with Table 3 and continuing through
Table 10, each of the categories is presented detailing
the rank order position, the absolute frequency, the
relative frequency, and the cumulative frequency for
each of the positions.
FACULTY
OPINIONS
ON
NEGOTIATED
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PERCENTAGES
85
X <u
rH (1>
00 >H (N1 rH rH oo 03
c 00 • • • • • • •
O cfl 00 oo 00 rH o pH LO
i-< t/1 rH 04 to TtP -H
c/3 Q
(U
(U
fH o (3^ cr> rH 04 00 rH
00 • • • • • • •
03 C3^ rH 04 04 CTl 03 to
(O rH rH (VJ CNJ 04 04 to
•HQ
03
(D
-d
•H LO rH r-4 O 43 CO to
u • • • • • • • •
o o rH to 00 pH 43 43
03 rH rH 04 pH 04 rH rH
C3
<3
0) rH Cvj o o 00 00 03 O
i-i
oo ir> to o K) t3> o rH
< >0 LO LO to 04 04 rH
X
rH
00 (U
C (3 o to C3^ to (J3
O ?H • • • • • • • •
Jh ao (NJ LO oo LO pH 04 CNI
p < rH
c/3
p
13
0
£
to a.
(A c o
c o rH to
!h o •H 0 0
03 •H to 03 > •H
03 (/I •H > 0 o
C •H > o3 Q *H
03 > o 03 to to rH
rH o fH hJ 13 -p C o
£ o3 fH Cu O 03 O CL,
03 U a, rH ‘H f3 -H
P X 03 to o to f3
l-H O 03 p U -H •H 'H O
•H 03 •rH •H > to > •H
£ O fH 03 P o to O p X
03 rH O fH 03 fH 0 fH o fH
,3*3 •H 3 ^ Cl< P Oh s o3
03 f-. (3 13 jO o o rH
O O 03 03 o3 fH fH 03
< C/3 H C/3 P-, CL, C/3
86
TABLE 3
FACULTY RESPONSES BY RANK ORDER POSITION FOR
SALARY
(N=179)
Rank Order
Position
Absolute
Frequency
Relative
Frequency
Cumulative
Frequency
1 104 57.8 58.1
2 43 23.9 82.1
3 12 6.7 88.8
4 8 4.4 93.3
5 5 2.8 96.1
6 5 2.8 98.9
7 1 .6 99.4
8 1 .6 100.0
The median score for the salary item was 1.36,
indicating that salary is the strongest area of concern
for faculty as far as the negotiated rewards are concerned.
Out of 179 individuals who responded to this item, 159
rank ordered it as either #1, #2, or #3 priority.
Promotion. The next item reviewed is that of promotion
policies. As Table 4 indicates, this was tne second
highest prioritized item. Out of responses from 178
faculty members, 103 rank ordered promotion policies as
one of their top three items.
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TABLE 4
FACULTY RESPONSES BY RANK ORDER POSITION FOR
PROMOTION POLICIES
(N=178)
Rank Order
Position
Absolute
Frequency
Relative
Frequency
Cumulative
Frequency
1 12 6.7 6.7
2 49 27.2 34.3
3 42 23.3 57.9
4 32 17.8 75.8
5 22 12.2 88.2
6 13 7.2 95.5
7 7 3.9 99.4
8 1 .6 100.0
The median score for promotion policies was 3.167.
Workload provisions . The third highest prioritized item
was that of workload provisions. As Table 5 indicates,
93 faculty members listed workload provisions in the
top three. There were a total of 178 persons responding
in this category.
The median score for this item was 3.40.
88
TABLE 5
FACULTY RESPONSES BY RANK ORDER POSITION FOR
WORKLOAD PROVISIONS
(N=178)
Rank Order
Position
Absolute
Frequency
Relative
Frequency
Cumulative
Frequency
1 26 14.4 14.6
2 25 13.9 28.7
3 • 42 23.3 52.2
4 36 20.0 72.5
5 20 11.1 83.7
6 22 12.2 96.1
7 7 3.9 100.0
8 0 0
Professional development
.
Table 6 reviews the rank order
position for the professional development category. Out
of the 180 cases, 174 faculty members rank ordered this
category. As can be seen in Table 6, faculty responses
for the professional development item were grouped
between #2 and #6 priorities, with a median score of 4.25
Tenure. The category of tenure followed with faculty
again clustering their choices between #2 and fr6, and
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a median score of 4.72.
TABLE 6
FACULTY RESPONSES BY RANK ORDER POSITION FOR
PROFESSIONAL DEVELOPMENT PROVISIONS
(N=174)
Rank Order
Position
Absolute
Frequency
Relative
Frequency
Cumulative
Frequency
1 14 7.8 8.0
2 21 11.7 20.1
3 28 15.6 36.2
4 32 17.8 54.6
5 24 13.3 68.4
6 26 14.4 83.3
7 17 9.4 93.1
8 12 6.7 100.0
TABLE 7
FACULTY RESPONSES BY RANK ORDER POSITION FOR
TENURE
(N=177)
Rank Order
Position
Absolute
Frequency
Relative
Frequency
Cumulative
Frequency
1 16 8.9 9.0
2 21 11.7 20.9
3 22 12.2 33.3
4 22 12.2 34.8
5 31 17.2 63.3
6 29 16.1 79.7
7 15 8.3 88.1
8 21 11.7 100.0
i
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Seniority provisions
. The category of seniority provisions
ranked next highest with a median score of 6.120. Table 8
shows the exact distribution of the 175 persons who responded
to this item.
TABLE 8
FACULTY RESPONSES BY RANK ORDER POSITION FOR
SENIORITY PROVISIONS
CN=175)
Rank Order
Position
Absolute
Frequency
Relative
Frequency
Cumulative
Frequency
1 5 2.8 2.9
2 9 5.0 8.0
3 10 5.6 13.7
4 21 11.7 25.7
5 27 15.0 41.1
6 25 13.9 55.4
7 42 23.3 79.4
8 36 20.0 100.0
It appears from the results of this study that
faculty members do not rate seniority provisions in the
top half of the rank order scale, with 130 out of the
175 persons rating it in 5th, 6th, 7th, or 8th position.
91
Sabbatical leave provisions
. Sabbatical leave provisions
ranked lower with a median score of 6.529 and a standard
deviation of 1.698. As Table 9 shows, 144 out of 175
faculty members responding ranked sabbatical leave
provisions in the bottom 50 percent. Table 9 details the
percentages in each rank position.
TABLE 9
FACULTY RESPONSES BY RANK ORDER POSITION FOR
SABBATICAL LEAVE PROVISIONS
(N=175)
Rank Order
Position
Absolute Relative
Frequency Frequency
Cumulative
Frequency
1 2 1.1 1.1
2 5 2.8 4.0
3 10 5.6 9.7
4 14 7.8 17.7
5 24 13.3 31.4
6 31 17.2 49.1
7 51 28.3 78.3
8 38 21.1 100.0
The results of this category tend to indicate that
sabbatical leave provisions are less important to faculty
than salary, promotions, workload, professional develop-
ment, tenure, and seniority.
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Academic-year calendar
. The category of the academic
calendar brought responses from 176 out of the 180 cases.
The median score was 6.757 with a standard deviation of
1.729. This item received the lowest priority of the
eight negotiated rewards that were listed. One may
speculate that its low rating was due to the feeling on
the part of faculty that the present provisions are
adequately provided for through the collective bargaining
agreement. The data in the first section of the survey
supports this contention.
TABLE 10
FACULTY RESPONSES BY RANK ORDER POSITION FOR
ACADEMIC-YEAR PROVISIONS
(N=176)
Rank Order Absolute Relative Cumulative
Position Frequency Frequency Frequency
0 0 0
4 2.2 2.3
13 7.2 9.7
13 7.2 17.0
24 13.3 30.7
25 13.9 44.9
35 19.4 64.8
62 34.4 100.08
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This concludes the presentation of the data on Part I:
Job Satisfaction (Negotiated Rewards). •
Part I: Job Satisfaction (Researched Rewards)
. The next
section of the questionnaire continued with the topic of
job satisfaction by listing 23 job satisfiers which were
drawn from a search of the literature.
Faculty were asked to respond to the question, ”1 find
my community college teaching satisfying because it provides
me with:," after which they would use a Likert scale indicating
whether they Strongly Agreed to Strongly Disagreed with the
item. The responses were rated on a 5 to 1 scale as was
used for a previous section. Table 11 details the list
of job satisfiers arranged by mean scores (high to low) and
standard deviations.
As can be seen from the table, faculty opinion indicated
the highest level of satisfaction resulted from their
perception that their community college teaching provided
them with "Interesting Work." A total of 90 percent of
those responding to this item reported that they agreed
or strongly agreed.
The second highest rated job satisfier, "An Opportunity
to Make a Difference in Students’ Lives," brought agreement
or strong agreement from over 88 percent of the faculty,
while "Advantage of an Academic-Year Calendar" elicited
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TABLE 11
FACULTY OPINION ON JOB SATISFIERS DRAWN FROM THE LITERATURE
Job Satisfier Me an Standard Deviation
Interesting Work 4.26
.940
An Opportunity to Make a
Difference in Students’
Lives 4.23 .808
Advantages of an Academic-
Year Work Calendar 4.19 .995
Autonomy in the Classroom 4.11 .841
A Sense of Pride in my Work 4.08 .892
A Feeling of Accomplishment 4.07 1.000
Enjoyable Work 4.00 .896
Challenging Work 3.87 1.000
Good Interpersonal
Relationships 3.82 .970
Opportunities to Interest
Students in my Discipline 3.78 1.02 .
Students Who Appreciate my
Teaching Efforts 3.71 1.01
A Variety of Work Activities 3.61 1.09
A Realistic Workload 3.45 1.01
Good Working Conditions 3.33 1.20
Challenging Students 3.26 1.26
Opportunities to Stay
Current in my Field 3.06 1.28
Good School Facilities
and Equipment 3.02 1.34
Status as a Community
College Professor 2.92 1.21
Job Security 2.86 1.20
Community Support for
Education 2.62 1.06
Recognition 2.51 1.22
Opportunities for Advancement 2.07 1.14
Adequate Compensation 1.82 .965
positive responses from over 88 percent of the faculty.
The item "Autonomy in the Classroom" brought positive
responses from 86.6 percent of the faculty. Over 85 percent
indicated their community college teaching provided them
with satisfaction by responding to agreement or strong
agreement to the item "A Sense of Pride in My Work."
Faculty also replied that their community college
teaching was "Enjoyable Work" with over 84 percent indicating
agreement or strong agreement with this item. The satisfier,
"A Feeling of Accomplishment," was also rated favorably by
over 84 percent of those responding.
At the other end of the satisfaction scale, the lowest
rated item was "Adequate Compensation." Over 84 percent
of the faculty indicated disagreement or strong disagreement
with the salary item. The second lowest rated item reported
was "Opportunities for Advancement," with over 70 percent
indicating disagreement or strong disagreement.
Other levels of disagreement were noted for several
items. For the category of "Community Support for Education,"
16.7 percent strongly disagreed, 29.4 percent disagreed, and
28.3 percent reported that they were undecided. The item
"Job Security" showed 16.7 percent in strong disagreement,
25.8 percent disagreeing, and 15.2 percent undecided.
Similar percentages were reported for the satisfier, "Recog-
nition," with 23.3 percent strongly disagreeing, 36.1 percent
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disagreeing, and 11.7 percent as undecided. The item
"Status as a Community College Professor" found 17.3
percent strongly disagreeing, 21.2 percent disagreeing,
and 17.3 percent reporting that they were undecided.
In concluding this section of the findings, the items
which faculty perceived as most satisfying were:
1. Interesting Work
2. An Opportunity to Make a Difference in
Students' Lives
3. Advantages of an Academic-Year Calendar
4. Autonomy in the Classroom
5. A Sense of Pride in My Work
6. A Feeling of Accomplishment
7. Enjoyable Work
Those which faculty perceived as least satisfying
were
:
1. Adequate Compensation
2. Opportunities for Advancement
3. Community Support for Education
4. Job Security
5. Recognition
6. Status as a Community College P
Rank ordering of researched-based rewards . The questionnaire
continued with the topic of job satisfaction by asking
faculty to rank order from the previous list of 23
job satisfiers the five items they perceived
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as most important to them. They were asked to arrange them
in rank order position from #1 (most important) to #5.
The satisfier which most faculty reported as most
important to them was "An Opportunity to Make a Difference
in Students' Lives." As Table 12 shows, out of the 23
job satisfiers from which to choose, 46.9 percent of the
faculty included this item in the top five.
TABLE 12
FACULTY RESPONSES TO SATISFIER
"AN OPPORTUNITY TO MAKE A DIFFERENCE IN STUDENTS' LIVES"
(N=177)
Rank Order Absolute Adj usted
Position Frequency Frequency
1 23 13.0
2 22 12.4
3 11 6.2
4 17 9.6
5 10 5.6
Totals 83 46.9
The satisfier which faculty rank ordered as second
highest priority was "A Feeling of Accomplishment.' Table
13 provides the details of the distribution.
98
TABLE 13
FACULTY RESPONSES TO SATISFIER
'' A FEELING OF ACCOMPLISHMENT”
(N=177)
Rank Order
Position
Absolute
Frequency
Adj usted
Frequency
1 23 13.0
2 23 13.0
3 11 6.2
4 12 6.8
5 12 6.8
Totals 83 46.9
The third highest prioritized item was "A Sense of
Pride in my Work,” rating in the top five by 37.8 percent
of the faculty. Table 14 shows the exact distribution.
The satisfier which ranked in fourth position was
"Adequate Compensation.” As can be seen in Table 15,
37.7 percent of the faculty included this item as one of
the top five.
The item which fell into fifth position was
"Advantages of an Academic- Year Calendar.” Over 36 percent
of the faculty included this item in their top five.
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TABLE 14
FACULTY RESPONSES TO SATISFIER
"A SENSE OF PRIDE IN MY WORK”
(N=177)
Rank Order
Position
Absolute
Frequency
Adj usted
Frequency
1 11 6.2
2 13 7.3
3 14 7.9
4 18 10.2
5 11 6.2
Totals 67 37.8
TABLE 15
FACULTY RESPONSES TO SATISFIER
"ADEQUATE COMPENSATION”
(N=177)
Rank Order
Position
Absolute
Frequency
Adj usted
Frequency
1 23 13.0
2 11 6.2
3 9 5.1
4 12 6.8
5 10 5.6
Totals 65 37.7
100
TABLE 16
FACULTY RESPONSES TO SATISFIER
"ADVANTAGES OF AN ACADEMIC -YEAR CALENDAR"
(N=177)
Rank Order
Position
Absolute
Frequency
Ad j us ted
Frequency
1 11 6.2
2 13 7.3
3 16 9.0
4 7 4.0
5 17 9.6
Totals 64 36.1
This concludes the data from the
the study. Job Satisfaction.
first major part of
Part II: Morale. The questionnaire continued by surveying
faculty regarding their perceptions of institutional
morale. Out of 25 questions relating to morale, the writer
has chosen to report on eight selected items which reflect
these individual perceptions. As was the case in previous
sections of the questionnaire, faculty were asked to
respond to a Likert scale, and their responses were
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assigned values from 5 to 1 (Strongly Agree to Strongly
Disagree)
.
Table 23 details the responses of faculty to the
eight selected morale questions by mean scores and standard
deviations
.
It is interesting to note that the morale question
which elicited the lowest mean score from faculty was the
one which asked their perception of faculty morale at their
institution. Of the 180 persons who responded to this item,
148 reported that they strongly disagreed or disagreed with
the statement that "faculty morale was generally high."
That amounts to 73.9 percent of the faculty.
The second lowest rating was given to the question
dealing with the effectiveness of the educational leadership
provided by college administrators. Responses to this item
indicated that of the 179 persons responding, 112 persons
or 62.6 percent stated that they strongly disagreed or
disagreed that "by and large, top-level administrators
were providing effective educational leadership."
The third lowest rated item also deals with the
administrative element and the communication between faculty
and administration. Of the 174 persons who answered this
question, 106 stated that they either strongly disagreed
or disagreed that "communication between faculty and
administration is good." This amounts to 58.9 percent of the
FACULTY
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102
c
o
•H
P
>
lUQ
fi
cC
n3
C
ci
P
CO
oo o
CVJ
oo rg
00
CM LO
o
0
P
o
o to VO vO LO to
CO rH fO LO VO 00
• • • • •
. • .
(NJ CsJ CM CN) CM to to
oJ
0
IS
S
O
•H
P
if)
0
3
O'
0
p
03
d
V) P
P d
o d >s
o3 P o p
X
o3 P
P P
p
d
P P d d
too p if) o s
•H 3 p d £
O d 03 o
o3 p 0 oP £p . 03 0 pp 0 o3 d > o
03 x: o P
P P o P P 0
0 bO 0 o if)
C, d > 0 d
0 0 iA 0 p 0
bO 0 p p p if)
to p d
1 od bO
•H 0 o O bO d
X3 -H p d o
0 P p • pP d d •'03 d p
o3 O P 0 P P if)
P •H P bO > X
O p if) P O t/5 o3
6 Ct3 "H o3 P P
u d P d 0 if)X •H P 03 PP d S 03 0 dP d o3 d p 0 0
D e d 03 d P P
O 6 0
03 o X
tP u PQ H
c
03
•H
P
03
P
P C
o3 o3
d. P rC
•H P P
if)
c
o3 P
^ -Hp 0
0 p
p
o3 d O d 03
d d e d d
o3 Cf o3
0 0X P L) bO
P 0 • P P d
rH P d p
d o3 P p
o O P P 03 p
d P X d 0p O O d X
03 d 03 0
d d P if)
0 0 oS if) 0 X
0 P P P in p
IS 0 (U tn pp if) P X d 03
0 P X E p PX o 0 o 0
p •
>^'H (/)
P 0 Pip p: u
c
0
00
to
E in P P d p 0 •H t-H p
o3 d d 0 u X •H 0
U o p d: d P o X d 0p E P ip 0 X 5h f-H p
d P 03 d 0 o3 o d 03
o o3 d P 0 E d ;s d oP E
0 o X Xd cn s s
to
date
has
been
successful.
103
faculty responding.
On the other end of the scale, the morale questions
which were more positively rated dealt with the individual's
perception of their own career. The lowest three items
focused on faculty perception of the institution, while the
highest two items focused on the faculty members' perception
of themselves as individuals. The question asking faculty
if their career to date has been successful was ranked
highest with 136 persons out of 180 stating that they agreed
or strongly agreed. This represents 74.6 percent of the
faculty
.
The second highest rated morale question asked
respondents if their "work was generally exciting and
fulfilling." There were 180 persons who answered this
question; 126 were in agreement, representing 70 percent
of the faculty.
In an effort to analyze the data on morale further,
the writer assigned point values (5 to 1) to all of the
morale questions. Those questions which were negatively
phrased had their point values reversed. A total morale
score for each faculty member could then be computed. With
the highest possible score being 125 and the lowest possible
score being 25, categories of low morale, average morale,
and high morale were developed. Faculty members who scored
between 25 and 58 points were grouped into the low morale
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category; those whose scores fell between 59 and 92 were
categorized as average morale; and those whose scores were
totaling between 92 and 125 were labeled as high morale.
Looking at the 169 respondents whose scores were able
to be totaled, label 18 details the distribution of the
faculty by morale category.
TABLE 18
MORALE RATINGS OF COMMUNITY COLLEGE FACULTY
(N=169)
Morale Absolute Adj us ted
Category Frequency Frequency
High Morale 16 9.5
Average Morale 133 78.7
Low Morale 20 11.8
It is interesting to note the exceptionally large
numbers of individuals who scored in the "Average Morale"
category. Close to 79 percent of the faculty, 133
individuals, were in the "middle" range. It is the belief
of the writer that this is representative of the
ambivalence intruding into the profession. Faculty find
it difficult to respond that their careers have been
unsuccessful, yet they perceive other faculty and the
climate in which they are working as demoralized. Some
thoughts on why this may be will be included in the
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interpretation section of this chapter.
Relationship between job satisfaction and morale
. In an
effort to see if any relationship existed between the two
primary variables in this study, job satisfaction and
morale, the writer ran a Pearson correlation on the
total job satisfaction score for the negotiated rewards,
the total job satisfaction score for the researched rewards,
and the total morale score.
The results of that correlation are presented in
Table 19. As the matrix indicates, there is support for
a relationship between the negotiated job satisfiers and
morale, the researched job satisfiers and morale, and
the combination of job satisfiers and morale to the
.001 level of significance. This supports the contention
of the writer that a relationship does exist betwen
the job satisfaction one perceives and their perception
of institutional morale. To further test how the
relationship increases when combining the negotiated and
researched rewards, a multiple regression was figured
using morale as the dependent variable. The results are
shown in Table 20. As can be seen, the relationship
increases from .12303 (variability for the negotiated
rewards) to .49828 when the researched rewards are taken
into consideration, an increase of .37525.
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TABLE 20
MULTIPLE REGRESSION
DEPENDENT VARIABLE-
-MORALE
Variable Multiple
R
R
Square
R
Square Change
Job Satisfaction
(Negotiated Rewards) .35076 .12303 .12303
Job Satisfaction
(Researched Rewards)
. 70589 .49828 . 37525
In summary, the correlation supports the position o£
the writer that there is a relationship between job
satisfaction and morale, as well as between the negotiated
rewards and the researched rewards, to the .001 level
of significance.
Cross tabulations with demographic data . The analysis
of the data continues with cross tabulations of the
morale scores with items drawn from the demographic
data in Part III of the questionnaire. Table 21 shows
the breakdown of the scores by low, average, and high
morale and age.
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TABLE 21
PERCENTAGES OF FACULTY WITH LOW, AVERAGE, AND HIGH MORALE BY
AGE
(N=178)
Age High
Morale
Average
Morale
Low
Morale
25-35 Years 4.5 21.4 .6
36-45 Years 4.5 29.8 5.6
46-55 Years 1 .
7
17.4 1.7
Over 55 1.1 10.1 1.7
In looking further at the demographic data in
relationship to morale score , Table 22 details the distri-
buticns by sex.
TABLE 22
PERCENTAGES OF FACULTY WITH LOW, AVERAGE,
SEX
AND HIGH MORALE BY
(N=179)
Sex High
Morale
Average
Morale
Low
Morale
Male 5.6 47.5 13.9
6.7 30.7 5.6Female
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The third demographic variable asked respondents to
classify their marital status using the categories of
married or single. The results of the morale scores by
marital status are shown in Table 23.
TABLE 23
PERCENTAGES OF FACULTY WITH HIGH, AVERAGE, AND LOW MORALE BY
MARITAL STATUS
(N=175)
Marital High Average Low
Status Morale Morale Morale
Married 6.2 56.2 6.7
Single 5.6 20.8 2.8
The next table presents morale ratings by the academic
degrees held by the respondents.
TABLE 24
PERCENTAGES OF FACULTY WITH HIGH, AVERAGE, AND LOW MORALE BY
DEGREES HELD
(N=79)
Degrees
Held
High
Morale
Average
Morale
Low
Morale
Bachelors 1.7 2.2 1.1
Masters 6.7 50.8 5.6
GAGS or Equivalent 1.1 9.5 1.7
Doctorate or 1 1
Equivalent 2.8 5 .
6
1*1
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The writer also chose to look at the academic ranks
held by the respondents in relationship to their morale
ratings. Table 25 shows the percentage distribution by
academic rank.
TABLE 25
PERCENTAGES OF FACULTY WITH HIGH, AVERAGE, AND LOW MORALE BY
ACADEMIC RANK
(N=179)
Academic
Rank
High
Morale
Average
Morale
Low
Morale
Instructor 3.3 12.8 . 3
Assistant
Professor 5.6 23.9 3.9
Associate
Professor 1.7 21 .
7
3.3
Full Professor 1.7 20.0 1.7
Table 26 continues the cross tabulations of morale
ratings by demographic data in relation to total years
of teaching experience. Table 27 also looks at teaching
experience, but only those years in which the faculty
member taught at the community college level in the
Massachusetts system.
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TABLE 26
PERCENTAGES OF FACULTY WITH HIGH, AVERAGE, AND LOW MORALE BY
THEIR TOTAL YEARS OF TEACHING EXPERIENCE
Total Years
of Teaching
High
Morale
Average
Morale
Low
Morale
5 - 10 5.1 6.7 3.3
11 - 15 3.9 23 2.8
16 - 20 2.8 13.5
. 6
Over 20 .6 14.6 2.8
TABLE 27
PERCENTAGES OF
YEARS OF
FACULTY WITH HIGH, AVERAGE, AND LOW
TEACHING IN MASSACHUSETTS ’ COMMUNITY
MORALE BY
COLLEGES
Total Years High Average Low
Morale Morale Morale
1 - 5 3.3 22.8 1.7
6 - 10 4.4 23.3 3.9
11 - 15 3.9 24.4 3.3
Over 15 .6 7.8 .6
The analysis of the demographic data in relationship
to morale scores continues by looking at the variable
’’Academic Teaching Program.”
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TABLE 28
PERCENTAGES OF FACULTY WITH HIGH, AVERAGE, AND LOW MORALE BY
ACADEMIC TEACHING PROGRAM
Program High
Morale
Average
Morale
Low
Morale
Career 5.1 33.1 6.7
Liberal Arts/
General
Education 6.2 38.8 2.8
Both
.6 5.1 0
The final demographic variable reviewed in relationship
to morale scores was the question which asked faculty if
they had any other career interest other than teaching.
Table 29 details the results.
TABLE 29
PERCENTAGES OF FACULTY WITH HIGH, AVERAGE, AND LOW MORALE BY
OTHER CAREER INTEREST
Interest High
Morale
Average
Morale
Low
Morale
Private Business .6 10.2 .6
Consulting 1 . 7 12.4 2.8
Other 4.0 24.3 2.8
None 6.2 31.1 6.2
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Chi-square tests for significance
.
Demographic variables and morale scores
. In addition
to showing the percentages of faculty by morale scores,
chi-square tests were also run on the demographic data
to determine if there was any significant relationship
between the variables. The tests showed no significant
relationship between morale ratings and the demographic
variables of age; sex; marital status; level of degree
attainment; academic rank; total years of teaching experience
total years of teaching experience in Massachusetts
community colleges; teaching program; other career interests;
and group identity. Significant relationships were found
on selected morale variables and specific job satisfiers.
Age . For the negotiated rewards, a significant
relationship was found between age and the rank order
positions given to tenure, salary, and workload provisions.
Tenure was rank ordered higher for those respondents over
36 years of age. Those faculty members between 31 and 46
ranked the salary provision as a higher priority than those
under 30 or over 46 years of age. On the prioritizing of
workload provisions, faculty between 31 and 40 years
appear to have rated this item higher than those under 30
or over 40. The age variable was found to be significant
in each of these tests at the .01 level of significance.
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Sex. A significant relationship was also found between
sex and the job satisfiers, "An Opportunity to Make a
Difference in Students* Lives," with a higher level of
satisfaction being reported from female faculty members.
This tested out at a .01 level of significance as did the
sex variable when compared to the level of satisfaction
reported from the satisfies , "Students Who Appreciate My
Teaching Efforts," and "Challenging Students." In both
these tests female faculty members reported receiving
greater satisfaction than male faculty members.
A relationship to the .05 level of significance was
found between the sex variable and the satisfier, "Challeng-
ing Work." Again, female faculty reported receiving greater
satisfaction than their male colleagues.
The sex variable was also found to be significant
when compared to the morale question, "To date my career
has been successful," to the .05 level of significance.
Here, too, female faculty reported stronger agreement with
this question than male faculty members.
Rank . In chi-square tests on the demographic variable
academic rank and the rank ordering of the negotiated
rewards, significant relationships were found betv;een rank
and the rank order position given to the tenure and
promotion variables. The results indicate that full
professors tended to rank order tenure higher than those
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faculty holding other academic ranks, while assistant and
associate professors appeared to rank order promotions
higher than instructors and full professors. Both relation-
ships were significant to the .01 level.
Teaching program
. A significant relationship to the
.05 level was found between the demographic variable
teaching program and the rank order position given to the
sabbatical leave provision. It appears to indicate that
sabbatical leaves were a higher priority for professors
teaching in the liberal arts/general education areas than
those teaching in the career programs.
Total years of teaching experience . The demographic
variable total years of teaching experience suggests a
relationship to the .05 level when compared to the rank
order position given to seniority, tenure, and professional
development provisions. Seniority appears to be most
important to those who have between 11 and 15 years of
experience; tenure most important to those with 21 to 25
years of experience; and professional development provisions
more important to those who have been teaching between 5
and 15 years.
Total years of teaching in Massachusetts* community
colleges . Significant relationships to the .01 level were
also found between the total years of teaching in the
Massachusetts community college system and the rank order
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positions given to promotion, tenure, and seniority. It
appears that promotion is a greater priority to those
with 6 to 10 years of experience within the system; tenure
more of a priority for those with 6 to 15 years within
the system; and seniority more important for those with
11 to 15 years within the system.
Recognition
. The final comparison which suggests a
significant relationship to the .01 level was the rank
order position given to the satisfier, "Recognition,” and
the morale question which stated, "My work is generally
exciting and fulfilling." The results indicated that
faculty members who perceive the satisfier, "Recognition,"
as important enough to satisfaction to include it as one of
their top five satisfiers necessary to enhance faculty job
satisfaction. This coupled with the very low satisfaction
score given to the "Recognition" item leads the writer to
believe that this is one area where satisfactions can be
improved without costing the system any money. College
administrators should take advantage of every opportunity
to compliment faculty on their performance and their
college service. Simple words of thanks or written notes
of appreciate would serve to remind faculty members that
their efforst do not go unnoticed.
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Baseline data on community college faculty in Massachusetts.
The final purpose of this study was to provide first-level
baseline data on Massachusetts community college faculty
members. The following information, specifically demographic
in nature, may be helpful to future researchers.
It is interesting to note that of the 180 faculty
members who responded, more than 43 percent are between
the ages of 31 and 40 years. Table 30 shows the exact
percentages in each age category.
TABLE 30
DEMOGRAPHIC DATA ON MASSACHUSETTS' COMMUNITY COLLEGE FACULTY
AGE
(N=178)
Age Number of Faculty Percentage
Under 25 10 5.6
31 - 40 71 43.3
41 - 50 51 28.6
Over 50 40 22.5
Table 31 breaks down the respondents by sex. As
can be seen from the table, 179 persons responded to this
item, 25 more men than women.
118
TABLE 31
DEMOGRAPHIC DATA ON MASSACHUSETTS’ COMMUNITY COLLEGE FACULTY
SEX .
(N=179)
Sex Number of Faculty Percentage
Male 102 57
Female 77 43
The highest level of degree attainment of the faculty
is shown in Table 32. The majority of members responding
to this item hold a Masters Degree. Over 31 percent
hold degrees higher than a Masters Degree, and only
5 percent of those responding hold a Bachelors Degree.
It is the belief of the writer that more should be
done to encourage faculty to attain advanced degrees,
assuring them, through additional promotion opportunities,
advancement within the system.
Information on the academic ranks held by faculty
who answered the questionnaire is detailed in Table 33.
As can be seen, there appears to be more faculty holding
the assistant professor rank than any other. There is,
however, an even split of 50 percent in the upper ranks
of associate professor and full professor and in the lower
ranks of instructor and assistant professor.
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TABLE 32
DEMOGRAPHIC DATA ON MASSACHUSETTS' COMMUNITY COLLEGE FACULTY
ACADEMIC RANK
(N=180)
Rank Number of Faculty Percentage
Instructor 30 16.7
Assistant Professor 60 33.3
Associate Professor 48 26.7
Full Professor 42 23.3
The next table provides information on the total years
of teaching experience faculty have accumulated in their
academic careers.
TABLE 33
DEMOGRAPHIC DATA ON MASSACHUSETTS' COMMUNITY COLLEGE FACULTY
TOTAL YEARS OF TEACHING EXPERIENCE
(N=178)
Years Number of Faculty Percentage
1 - 5 18 10.1
6 - 10 45 25.3
11 - 15 53 29.8
16 - 20 30 16.9
21 - 25 17
9.6
Over 25 15 8.4
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The data indicates that 64.6 percent of the faculty
have ten years or more of teaching experience, with 18 percent
of the faculty having over 20 years of experience teaching.
The next item on the demographic section looked at
teaching experience also, but only in regard to the number
of years within the Massachusetts Community College System.
Table 34 provides the details for this category.
TABLE 34
DEMOGRAPHIC DATA ON MASSACHUSETTS' COMMUNITY COLLEGE FACULTY
TOTAL YEARS OF TEACHING IN THE MASSACHUSETTS' CC SYSTEM
(N=180)
Years Number of Faculty Percentage
1 - 5 50 27.8
6 - 10 57 31 .
7
11 - 15 57 31.7
16 - 20 16 8.9
As the table indicates, there appears to be a fairly
even distribution of years of experience within the system.
An explanation of the lower numbers in the 16-20 year
range might be that there are many community colleges
within the system which are less than 16 years old.
The next table separates the respondents by their
teaching program. Faculty were asked to respond to a
121
question asking whether they taught in a career program or
a liberal arts/general education program. Several faculty
members indicated that they taught in both programs.
TABLE 35
DEMOGRAPHIC DATA ON MASSACHUSETTS’ COMMUNITY COLLEGE FACULTY
TEACHING PROGRAM
CN=178)
Program Number of Faculty Percentage
Career 80 45.5
Liberal Arts/
General Education 85 47.8
Both 13 6.7
The writer took a special interest in the next question
which asked faculty members if they had any other career
interest other than teaching. One of the purposes of
asking that question was to get an indication of how many
faculty had access to additional income as well as an
opportunity for expanding their interests. Faculty were
asked to respond to the categories of private business,
consulting, or other (specify). Those who did not respond
to the categories replied "none."
Table 36 shows the results.
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TABLE 36
DEMOGRAPHIC DATA ON MASSACHUSETTS” COMMUNITY COLLEGE FACULTY
OTHER CAREER INTEREST
(N=177)
Interest Number of Faculty Percentage
Private Business 20 11.3
Consulting 16 16.9
Other/ Specified 30 31.1
None 72 40.7
From the information provided by this question, it
appears that close to 60 percent of the faculty members
have some other career interest other than teaching.
The final question on the survey asked faculty to
respond to an inquiry concerning the group to which they
felt they had the strongest identity. The choices
included the institution, division, students, discipline,
or special interest. The majority of faculty indicated
they felt the closest identity with their students.
Forty-three percent of those responding chose this category,
followed by 25.7 percent choosing the discipline. These
tend to support the contention of the writer that faculty
can gain some of their greatest rewards by closer
involvement with the students with whom they work.
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Interpretation of the Data
Job satisfaction is a very personal, very subjective
construct; different individuals react differently to the
same organizational stimuli. Based on the results of this
study, it is the intent of the writer to review the factors
that affect job satisfaction in community college teaching.
Cohen supports the study of faculty satisfaction by
stating
:
One could say that a college with an enthusiastic,
personally satisfied staff is more likely to further
student development than one with an apathetic group
of time-savers going through the motions of informa-
tion transmittal in their teaching and little more.l
Keeping in mind this major point, it is anticipated
that the results of this study will focus attention on the
factors that positively and negatively affect job satisfaction
at the community college level in Massachusetts.
Salary . In reviewing the results of the first section on
job satisfaction (negotiated rewards), it appears evident
that faculty believe the salary provision of the collective
bargaining agreement is highly unsatisfactory. This is
evidenced by the poor rating given to the salary item
in the first section and also the rank ordering of the salary
^A. M. Cohen, "Community College Faculty Job Satisfaction,
Research in Higher Education, 1974, p. 371.
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item as the #1 priority.
Few people will argue about the effect adequate compensa-
tion has on an individual's feeling of self-worth and
accomplishment. Most who entered into the teaching profession
certainly never had the expectation of accumulating great
wealth. Historically, high salaries have never been
part of the academic reward system. Today, however, with
the economic conditions as they are, salary has become more
of a priority.
A study by Renner and Jester essentially asked faculty
if there was any relationship between salary and performance.
They supported this inquiry by suggesting that it is the
belief of some that professors tend to be so bound up in
pride of profession and are under such direct pressure as
a result of their contact with students that "no matter
how deeply they feel they are mistreated in salary matters,
they do not diminish the quality of the endeavor."^
The results of their study supports the fallacy of this
quotation. They indicated that their survey provides support
for the belief that poorly conceived systems of compensating
2
university professors adversely affects their productivity.
^Richard R. Renner and R. Emile Jester, "Fair Salaries
and Faculty Effort: Is There a Connection?," The Southern
Journal of Educational Research , 1977, p. 159-160.
^ Ibid.
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They reported that:
The most dramatic differences appear among those
who perceive themselves to be 'considerably
underpaid.' Almost half (43 percent) reported a
decline in their efforts to do a good job.^
It is the contention of the writer that faculty
members in Massachusetts' community colleges have, through
the results of this study, indicated that they perceive
themselves to be "considerably underpaid." More than
79 percent of the respondents said they disagreed with the
current salary provisions provided by the collective
bargaining agreement.
The salary question has been addressed in most studies
pertaining to job satisfaction. Linda Moxley in her
research on job satisfaction and teaching in higher
education found that the hygiene factor or "salary and
2budget" was a strong contributor to dissatisfaction.
Jesse F. Seegmiller also reported that much of the
basis of job dissatisfaction at the College of Eastern
Utah exists in the area of salary.
Renner and Jester found that where the respondents
believe they are victims of salary inequity there is
a marked tendency for the inequitably paid to direct their
^Ibid.
,
p. 161
.
^Moxley, p. 22.
^Jesse F. Seegmiller, Job Satisfaction of Faculty and
Staff at the College of Eastern Utah (ERIC Document Repro-
duction Service, ED 139 489, 1977) p. 19.
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energies away from the task.^
When Eugene Jabker discussed the importance of solid
financial rewards, he commented that this was not intended
to suggest that concern for teaching or its improve-
ment has assumed a lesser importance. He points out
that if we assume the "economic consumer model of man,"
it is predictable that a large percentage of the faculty
especially at the assistant and associate professor levels,
will begin to devote more of their energy to things other
than the improvement of instruction.
It is the belief of the writer that this is occurring
in our community college system now. The results of this
study indicate strong disagreement on the adequacy of the
salary item. Also, when faculty were asked if they had
any other career interest other than teaching, close to
60 percent indicated in the affirmative. It appears as
though faculty may be having to pursue other interests in
order to supplement inadequate salaries.
Maslow has contended that need fulfillment on the
first level is necessary before higher-order needs become
operative. If this is so, it may suggest that job security
^Renner and Jester, p. 162.
^Eugene H. Jabker and Ronald S. Halinski, Instructional
Development and Faculty Rewards (ERIC Document Reproduction
Service
,
ED 142 139
,
19 7 7) , pT 14
.
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is crucial before effective teaching can occur.
Linda Mosley states that faculty data demonstrates
that those with lower order needs are less likely to be
satisfied with higher order needs.
^
It appears evident that if a strong academic commitment
is to be anticipated from faculty, then the basic needs
must first be provided.
Understanding the "economy of scarcity" in which we
are working, it comes as no surprise to those now in higher
education that in the decade ahead, faculty are going to
be asked to do more with less. How then, does the community
college reconcile greater salary budgets with smaller
administrative budgets? It is the belief of the writer that
considering all the factors, workable plans can be set into
motion to accommodate what appear to be irreconcilable
issues. Chapter V addresses some suggestions in greater detail.
Opportunities for advancement . The second survey item
which suggested strong faculty dissatisfaction and one
that faculty ranked as the second highest priority
was promotion policies. With over 60 percent of the
faculty expressing disagreement or strong disagreement
with the adequacy of the current provisions for promotions,
faculty have indicated that the opportunities for
^Moxley, p. 14.
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advancement are critical for job satisfaction. In all
sections of the survey on job satisfaction, this item was
given high priority.
John S. Toll in his article on rewards to stimulate
faculty points out that two fundamental rewards for faculty
are position and salary. He suggests that "nothing will
replace these; and we, therefore, must pay the most careful
attention to these two items.
The results of this study support Toll's comments.
He points out that in the 1980 's they will become even more
of a necessity and suggests that the rewards in academic
life may now have to be modified for the conditions of the
2
new era.
It is the belief of the writer that deep in the heart
of every American lies the dream of unlimited occupational
mobility. We in higher education recognize that this, today,
is very much a dream. The literature supports the position
that achievement and growth attribute strongly to faculty
satisfaction. Today, faculty can no longer convince them-
selves that they can "go West and find that which has
heretofore eluded them." Mervin Freedman and Nevitt
^John S. Toll, "Rewards to Stimulate Faculty Excellence,"
National Forum, Phi Kappan Phi Journal
,
Spring, 1980, p. 4.
^Mervin Freedman and Nevitt Sanford, "The Faculty Member
Yesterday and Today," Facilitating Faculty Development ,
New Directions for Higher Education^ Jossey- Bass Inc . , p. 14.
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Sanford suggest that there is a good chance that faculty
will be spending the next 30 years where they are now.
They go on to state that:
No longer can they assume that custom and
convention will take care of them reasonably
well, if they only relax, go with the flow of
events. There are too many powerful, and not
always benign, social factors at work which
would bend universities and their faculties
to their will.
The events of the last year in the reorganization of
higher education in Massachusetts are evidence of these
very social forces suggested by Freedman and Sanford.
Campuses, programs, faculties, students are all being
eliminated through the state budgetary process. Mergers,
closings, layoffs are the sounds which echo through the
corridors of our institutions. Opportunities for
promotion and advancement are being abandoned as sheer
"maintenance” reigns.
Obviously, as indicated by this study, faculty
recognize the problems and are also searching for solutions.
Renner and Jester point out that there is now an unexpected
tendency to leave academia by business and science faculty
who can more easily move into business and industry if
2
salaries fall further behind.
^Ibid.
,
p. 15
.
^Renner and Jester, p. 163.
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Professi onal development
. The third lowest scored item
dealt with professional development provisions. The
writer believes that this ties in closely with the lack
of support given to the funding of professional develop-
ment programs within the system. It appears that rather
than show a concern and commitment for the individual
growth and development of faculty members, the system's
funding formula for professional development activities may
be decreased. All of this in a time when it is needed most,
when faculty members have no choice but to examine them-
selves and their social and professional situations.
It appears obvious that if our institutions of higher
education are to face the future with an aging and generally
static faculty, one faced with a need to develop new
expertise and new vitality, it should follow that the most
available method would be through systematic attention to
methods of refreshing, revitalizing, and in some instances,
retraining a large segment of the present faculty.
Freedman and Sanford define faculty development as:
favorable change whose consequence is that
faculty members operate with increasing
autonomy in accord with internalized values
and goals--and function more effectively as
individuals and as members of society.-^
They state further that faculty development fosters the
^Freedman and Sanford, p. 3.
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conception of professors as complex individuals, and remind
us that faculty members who have been teaching in traditional
ways are not automatically able to teach new kinds of
students in other ways. They believe that if faculty are
to assume new functions and responsibilities, they will
need some help. Cautioning, they suggest that in the
absense of such assistance, faculty are likely to "cling
with a vengeance to the traditional ways."^ In the faces
of confusion or uncertainty, it is believed that people
usually fall back on the older, more secure methods.
It is the belief of the writer that life in our
community colleges just isn't going to be the same anymore.
Customs, tradition, and convention which ruled the situation
in the past will no longer be there to organize the life of
the faculty member. In view of these uncertain conditions
and the accepted belief that growth and advancement are
critical to satisfaction, it is paradoxical that in troubled
organizations or when placed under pressure, people respond
2
by rigidifying their boundaries and turn themselves inward.
Other findings on job satisfaction . The items on the
negotiated rewards section (sabbatical leaves, tenure
provisions and workload provisions) all indicated
^Ibid.
,
p. 4
.
^Ralph G. Hirschowitz, "The Development of Staff for
Institutional Change," Adult Leadership , Vol. 23, p. 211.
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that faculty opinion on their adequacy falls between the
indecision and agreement ratings. It is the belief of the
writer that these areas received less
' attention from faculty
for a variety of reasons.
Generally, sabbatical leaves are granted to so few
individuals that this "once-in-a-lifetime" reward has
become a reward of the past affecting too few members for
it to take on added significance and gain greater support.
The tenure provision does not, by contract definition,
provide job security. It is merely an academic honor,
one which in these economic times, also appears to have
taken on less significance. The results of the provision
of seniority indicated slightly higher satisfaction than
with tenure, sabbatical, professional development, promotion,
or salary. This may tend to suggest that faculty see
the agreement addressing seniority provisions adequately,
or merely that they have not yet had the opportunity to see
a test to the seniority provisions within the system.
The academic calendar brought the highest level of
satisfaction, indicating that faculty believe the contract
provides a work year condusive to learning, study, and
revitalization.
In the rank ordering of these items, again, salary
and promotion were ranked #1 and #2. The third highest
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ranked item was workload provisions, suggesting that faculty
believe that although the contract provision is considered
adequate for this item, it remains as a top priority.
The lowest ranked item was academic calendar provisions.
It is the belief of the writer that this occurred because
faculty believe the present calendar is adequate, as was
supported by the high rating it received on the first
section of the questionnaire. The next two lowest items
were sabbatical and tenure policies. Again, the position
of the writer is that which has already been addressed.
Influence of students on faculty job satisfaction
.
The
second section of the survey on job satisfaction,
researched rewards, indicated the strong sense of satis-
faction faculty derived from their associations with
students. When rank ordering the item which was most
important to them, faculty chose, "An Opportunity to Make
a Difference in Students' Lives." They also indicated that
they perceived their teaching as "Interesting Work" and
that it provided them with "A Feeling of Accomplishment."
The high ranking of these student-related satisfiers
supports the research on job satisfaction and teaching
stating that the variables leading to satisfaction in
one's work are intrinsic- -and in the case of community
college ins tructors - - re lated to faculty and student
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interactions
.
This being the case, it is the belief of the writer
that satisfaction can best be enhanced by removing the
obstacles in these interactions.
Moxley's study pointed out that other faculty
satisfaction researchers have also discovered that inter-
personal relationships with students acts as a motivator
for faculty.^ To offer more evidence, Avakian notes
that the items of achievement, recognition, and work
itself, occur with high frequency when coded with personal
2
relations with students.
Bloom, Ralph, and Freedman reported that as part of
the Wright Institute study, when faculty were asked, "What
advantages and satisfaction does your career offer you?"
their answers centered on teaching and the human contact
and interaction it offers.
They go on to suggest that:
Clearly, students are ’significant others’ for
faculty; they have a powerful effect on the
professional identity, self-esteem, and general
sense of competence of their teachers. They
^Moxley, p. 35.
^A. N. Avakian, An Analysis of Factors Relating to
the Job Satisfaction of Faculty Members in Institutions
of Higher EducatiSn (New York: University Microfilms
Ho. 71-26, l9Vij:
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can reinforce faculty outlooks or force
reexamination of them.^
Mervin Freedman and Nevitt Sanford believe that most
faculty members have little sense of their impact on
students beyond some formal knowledge of how much content
2they learn.
Wilson and Gaff stated that faculty who have more
contact with students are a lot more likely to be "very
satisfied" with the stimulation they receive from students.
He suggests also that out of class interaction may increase
knowledge which faculty have about their students, their
academic strengths and weaknesses, interests, and
perceptions .
^
Gerald Bogen believes that performance and vitality of
a college faculty depend on the products of the educational
process--the students -- and the interaction between them,
4the faculty, and the institution.
Michael Bloom, Norbert Ralph, and Mervin Freedman,
"Patterns of Faculty Response to Growing Student Diversity,"
Facilitating Faculty Development, New Directions for Higher
Education, Jossey-Bass, Inc.
,
1973, p . 30^
2 Freedman and Sanford, p. 3.
^R. C. Wilson and J. G. Gaff, College Professors and
their Impact on Students
,
(New York: Wiley'j 1975) .
^Gerald K. Bogen, "Performance and Vitality as a Function
of Student-Faculty Fit," Evaluating Faculty Performance and
Vitality, New Directions for Institutional Research , Jossey-
Bass, Inc., 1978, p. 51.
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Cohen and Associates reported that most of their
instructors found satisfaction in feedback from tlieir
students.^ They go on to suggest that this can be
accomplished by mandating smaller classes, allocating aides
to assist instructors with routine management chores, and
providing economic security so that instructors are freed
from the concern about lower-order needs--what faculty,
through their professional associations, have been clamoring
2for for years.
Freedman and Sanford go on to suggest that without
concepts for describing student development, without means
to evaluate one’s teaching, without even a perspective from
which the student may be seen as a person, the professor is
denied the most elementary satisfaction of professional
activity- -seeing desirable things happen as the result of a
planned activity.^
All these factors considered, it is the belief of the
writer that more emphasis must be placed on student/facuity
involvement - -more feedback from students - -more opportunities
to view the results of the work effort. Without it, the
chance to enhance job satisfaction on the most personal
level will be lost.
^A. M. Cohen and Associates, College Responses to
Community Demands
,
(San Francisco: Jossey-Bass , Inc . , 1975).
^Ibid.
^Freedman and Sanford, p. 4.
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Other job satisfiers
. Autonomy in the classroom was
another item which faculty perceived as satisfying by
rating it with the fourth highest level of satisfaction.
Renner and Jester remind researchers that considerable
independence and discretion are necessary if professionals
are to function effectively. They suggest that where an
attractive professional milieu exists, faculty will work
endless hours because of their interest in and respect
for the importance of their job.^
Thelma Altshuler states that her idea of responsibility
includes carrying on on her own, without reference to
the people who may run the institution, but do not run
2
the individuals.
It is encouraging to see that faculty perceive some
satisfaction from the degree of autonomy they have in
the classroom. The study indicates that this is one of
the few intrinsic rewards providing satisfaction for
faculty
.
Responses also indicated that faculty perceived
their jobs as satisfying because they feel a sense
^Renner and Jester, p. 160.
^Thelma Altshuler, ’’From a Professional Educator,”
Toward a Professional Faculty. New Directions for Communi;^
Colleges, Jossey-Bass, Inc., 1975, p.
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of pride in their work. Renner and Jester state that there
is reason to believe that professional pride is a strong
element in the academic milieu. They go on to suggest
that
:
Professionalism often symbolizes personal
incorruptibility, staunch support for high
standards, and a selfless striving to do what
is best for students, clients, or the
scholarly community.
As has been mentioned previously, it is the contention
of the writer that professional pride is what helped the
community college system in Massachusetts to grow. The
issue which must now be addressed is how to maintain
pride at a time when the lower-order needs of salary and
job security go unmet.
Morale and administrative leadership . The responses to
the first morale question, "Faculty morale is generally
high," strongly indicate that faculty perceive morale at
their institution as low with 73.9 percent of the respondents
citing disagreement with this statement. Also, over 62
percent of the respondents voiced disagreement with the
statement, "By and large, top-level administrators are
providing effective educational leadership."
Naples, Caruthers, and Naples stated that:
^Renner and Jester, p. 160.
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If faculty believes that there exists a spirit
of mutual respect and that the administrators
have the faculty interests at heart and are
acting in their best interest, efforts to
enhance personal and organizational effective-
ness stand a better chance.
Thelma Altuster pointed out that faculty morale
can be high only in a truly open atmosphere where no
suspicion of manipulation exists and suggests that straight
authoritarianism is preferable to the pretense of democracy.
Clearly, Massachusetts community college faculty members
have serious concerns with morale and the quality of
educational leadership. It is the suggestion of this
writer that further studies be undertaken to analyze the
impact the educational leadership has on institutional
morale and job satisfaction.
Frank A. Christenson conducted a study in which he
compared faculty opinion and administrative opinion of
institutional values.
He states :
While both faculty and administrators elected
'maintaining a faculty dedicated to good teach-
ing' as their number one value, differences did
occur. Administrators rated values such as
developing sound organizational structure.
^Caesar J. Naples, J. Kent Caruthers, and Alexandra J.
Naples, "Faculty Collective Bargaining: Implications for
Academic Performance and Vitality," Evaluat ing Faculty
Performance and Vitality, New Directions for Education_al.
Research
,
Josse-Basse
,
Inc
. ,
1978
,
pT 897
^Altuster, p. 6.
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achieving cost accountability, provisions for
student services, and developing campus
^^ciiities higher than faculty. The faculty
profile of institutional values revealed
their interest in policy decisions, gaining
a reputation for innovative teaching, selection
of administrators, and developing experience
in discipline areas.
^
Christensen's comments suggest that administrators also
felt a negativism toward institutional climate, describing
it as being unimaginative, dull, and repetitive. His
findings showed that while the most important value
selected by administration was to maintain a faculty
dedicated to good teaching, that 75 percent of’ the faculty
did not perceive this to be important to administrators.
This suggests support for the position of the writer
that despite what conditions are in reality, it is what
faculty perceive them to be that is important. It is the
belief of the writer that the negative reaction to institu-
tional morale is an outcry against the authority figures (the
administration) whom they perceive as placing the needs of
the college and the community above the personal needs of
faculty. With this study suggesting a positive relationship
between job satisfaction and institutional morale, it
appears critical that if we are to seriously develop
^Frank A. Christensen, Staff Development: Perceptions
if Faculty and Administrators at Selected Community Colleges
in Illinois (ERIC Document Reproduction SErvice ED 130 705,
1975), p. 82.
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3. positiv© institutional climate then we must do so by
striving to develop its constituency. It is the belief
of the writer that the key to successful educational
leadership is the ability to maintain congruence between
stated goals and operational goals--to maintain a college
environment where the actions support the words.
Faculty perceptions of their own careers
. Another intdresting
finding on the morale section of the survey was evidenced
by the responses to the questions, "My work is generally
exciting and fulfilling" and "My career to date has been
successful." Seventy to seventy-four percent of the
faculty responded in agreement or strong agreement to both
of these statements. One might suggest that the low rating
of the morale item and the high ratings of the more "personal"
items occurred because faculty believed it was acceptable
to be dissatisfied with the organizational climate, but
unacceptable to be dissatisfied with their own career
choice, especially after many years of preparation and
commitment. They may simply be providing socially
acceptable responses.
Demographic findings . One of the most significant findings
from the demographic data was the suggestion that female
faculty members perceive greater satisfaction from
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specific job satisfiers, all of which relate to student
involvement, than do their male colleagues. This, too,
may be an area that future researchers may wish to
investigate
.
CHAPTER V
CONCLUSION AND RECOMMENDATIONS
Freedman and Sanford in their article, "The Faculty
Member Yesterday and Today," remind us that:
Implicit in the vision of the academic community
held by most faculty is Plato’s Academy--a
group of intellectuals sitting around the agora
or in a garden sipping wine and holding forth
in sparkling conversation.
^
They suggest that we are socialized to enter a disembodied
intellectual life in which politics has no place. Those of
us in higher education in the Commonwealth of Massachusetts,
however, recognize that the realities of academic life are
very different.
The results of this study suggest a real concern for
the well-being of the individual and the institution, but
the impact of the budget cuts being mandated by the state
legislature extends well beyond the issues addressed in
this research. Faculties and colleges are embarking on
an era which knows no precedent in academia. The results
of these budget cuts will be devastating to individuals,
colleges, students, and the communities our colleges were
were designated to serve.
^Freedman and Sanford, p. 4.
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V\fith the focus of this study addressing the effects
these conditions will have on faculty and instititut ions
,
it is the hope of the writer to provide insight into areas
which can enhance morale and job satisfaction without
seriously threatening budget restrictions. The comments
which follow summarize the findings of the writer.
Conclusion
The purpose of this study was to provide possible
answers to several research questions regarding faculty
perceptions on the collective bargaining agreement, job
satisfaction, and institutional morale.
Collective bargaining
. The first question concerned
faculty perceptions of the adequacy of the rewards provided
through the collective bargaining process. On' this section
of the survey, faculty were asked to respond, according to
their own perceptions, to the adequacy of eight job satisfiers
provided through the collective bargaining process. Coming
as no surprise to the writer, or perhaps anyone else, the
strongest sense of dissatisfaction was reported for the
salary item. Seventy-nine percent indicated disagreement
or strong disagreement with the salary provisions provided
through the contract. The next lowest satisfaction score
was reported for the item ’’promotion policies,” with 60.5
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percent of the faculty indicating disagreement or strong
disagreement. "Professional development provisions" was
rated the next lowest with 50,6 percent indicating dissatis-
faction. Following "professional development provisions"
was the "sabbatical leave" provision with 33,2 percent of
the faculty dissatisfied. "Tenure" provisions were rated
a bit higher with only 30.2 percent noting dissatisfaction.
"V/orkload provisions" received negative scores from only
18.1 percent of the faculty, and the highest level of
satisfaction given to the rewards provided through collective
bargaining came with the provisions for the "academic-year
calendar" with only 12.3 percent dissatisfied.
The study continued to address the collective
bargaining reward system by asking faculty to rank order
the list of negotiated rev/ards indicating which was the most
important to the least important. The results showed that:
1. Faculty perceive strong dissatisfaction with the
salary provisions provided through collective
bargaining. When asked to rank order the list,
58 percent ranked salary as the #1 priority,
and over 88 percent ranked it as either #1,
#2, or #3.
2. Faculty also indicated strong dissatisfaction
with the promotion policies provided
through collective bargaining. This was the
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3.
4.
5.
6 .
7.
8 .
second highest prioritized item with 103 out of
178 faculty members rating it as one of their
top three priorities.
Although faculty indicated agreement to strong
agreement for the workload provisions provided
by the contract, they rank ordered this item
as the third most important with 93 out of 178
prioritizing it as either #1, #2, or #3,
The fourth highest prioritized item provided
by the contract was the professional development
provision. Over 36 percent included this item
as either #1, #2, or #3.
The fifth priority of faculty, out of the eight
listed, was tenure. There vjere 177 responding
to this item; 33 percent of them included it
in their top three choices.
The sixth priority of faculty was seniority
provisions with 13.7 percent of the faculty
including it as either #1, #2, or #3.
The seventh prioritized item was sabbatical
leave provisions. Only 9.7 percent ranked this
as one of their top three choices.
The eighth position was given to the provision
for the academic-year calendar. Here, also.
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only 9.7 percent rank ordered this provision
as a top priority. It is well to note here
that in the previous section were faculty were
asked to respond to the adequacy of these same
items, academic calendar provisions was given
the highest satisfaction score of all the items
bargained for in the collective bargaining
process
.
Job satisfaction
. The second research question this
study was to explore dealt with identifying the rewards
faculty perceived as necessary to maintain a professional
commitment. A list of 23 job satisfiers, drawn from a
search of the literature, was provided, and faculty
were asked to indicate a level of agreement or disagree-
ment for each item. They were then asked to rank order
the five items which they perceived as most important to
them.
The highest level of agreement came from faculty
perceiving their community college teaching as "Interesting
Work." A total of 90 percent of those responding indicated
agreement or strong agreement with this item. The second
highest rated job satisfier was, "An Opportunity to Make a
Difference in Students’ Lives," with over 88 percent of
the faculty perceiving satisfaction from this item.
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The following is a list of the seven items which faculty
perceived as satisfying:
1. Interesting Work
2. An Opportunity to Make a Difference in Students'
Lives
3. Advantages of an Academic- Year Calendar
4. Autonomy in the Classroom
5. A Sense of Pride in My Work
6. A Feeling of Accomplishment
7. Enjoyable Work
The lowest level of satisfaction came from the following
six items (listed by the item reported as most dissatisfying
on up)
:
1. Adequate Compensation
2. Opportunities for Advancement
3. Recognition
4. Community Support for Education
5. Job Security
6. Status as a Community College Professor
In concluding the job satisfaction part of the study,
faculty were asked to rank order the list of 23 job satisfiers
indicating the five items they perceived as most important.
The results were:
#1 An Opportunity to Make a Difference in Students'
Lives
#2 A Feeling of Accomplishment
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#3 A Sense of Pride in my V/ork
#4 Adequate Compensation
#5 Advantages of an Academic-Year Calendar
This completes the reporting of the results of the
section of the survey dealing with job satisfaction.
Morale
. The third research question was designed to
provide insight into faculty perceptions of morale at their
institutions
.
The lead question in this part asked faculty to
respond, indicating strong agreement to strong disagreement,
to the statement, ’’Faculty morale is generally high,”
Responses to this item indicated that faculty perceive
morale at their institution to be low. Out of 180 persons
responding to the item, 148 reported that they strongly
disagreed or disagreed with the statement. This represents
73.9 percent of the faculty. Other statements which received
low scores were the items which concerned faculty perceptions
of the administration. Faculty perceptions of the effective-
ness of the educational leadership provided by the adminis-
tration received negative responses from over 62 percent
of the respondents, while statements concerning communica-
tion between faculty and the administration received negative
responses from close to 59 percent of the faculty.
Individual perceptions of their own careers brought
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more favorable responses from faculty with over 74 percent
responding with agreement or strong agreement to this item.
They also indicated positive responses to the item which
asked, "My work is generally exciting and fulfilling."
Seventy percent answered in agreement or strong agreement.
Relationship between job satisfaction and morale . It was
also the intent of the writer ,to test the relationship
between the job satisfaction and morale variable. The
results of the study confirmed the position of the writer
that there is a positive relationship between an individual's
perception of job satisfaction and their perception of
institutional morale. The findings suggest a relationship
between the negotiated rewards provided through the collective
bargaining agreement and the researched-based rewards to the
.001 level of significance, as well as support the relation-
ship between total job satisfaction and morale to the .001
level of significance.
Other tests for significance . In other tests for significance,
it was found that there was no significant relationship between
morale scores and the demographic variables of age j sex,
marital status; level of degree attainment; academic rank;
total years of teaching; total years of teaching in
Massachusetts' community colleges; teaching program; other
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career interests; or group identity.
A significant relationship was found, however,
between age and the rank order position given to the
negotiated rewards of tenure, salary, and workload provisions
to the .01 level of significance.
The demographic variable, sex, was found to have a
significant relationship at the .01 level to the job
satisfiers: "An Opportunity to Make a Difference in
Students’ Lives; Students Who Appreciate My Teaching Efforts;
and Challenging Students." In all these tests, female faculty
members appear to receive greater satisfaction than male
faculty members.
A relationship to the .05 level of significance was
found between the variable, sex, and the satisfier, "Challeng-
ing Work." Again, female faculty members appear to perceive
this as a greater satisfier.
The sex variable was also found to be significant at
the .05 level when compared to the morale question, "To
date my career has been successful." Here, too, female
faculty members appear to perceive more satisfaction than
do male faculty members.
There were also significant relationships noted for
the demographic variable of academic rank and the rank order
position given to tenure and promotion policies at the ,01
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level of significance.
The findings went on to indicate support for the
relationship between "teaching program" and the rank order
position given to "sabbatical leave provisions," with
higher priority given to this item by liberal arts/general
education faculty than faculty teaching in career programs
to the .05 level of significance.
In regard to "total years of teaching experience,"
there was support for a relationship between this demo-
graphic variable and the rank order position given to
"seniority, tenure, and professional development provisions"
to the .05 level of significance.
Significant relationships at the .01 level were found
between "total years of teaching in Massachusetts' community
colleges," and the rank order positions given to "promotion,
tenure, and seniority."
The final test of significance at the .01 level was
evident between the job satisfier, "Recognition," and the
morale question, "My work is generally exciting and
fulfilling .
"
This concludes the summary of findings provided
by this research.
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Recommendations
With the harsh economic realities facing higher
education in the 1980 's, it is the belief of the writer
that the scarce financial rewards of academia must be
used to promote the finest in academic worko
Using this as the basic premise of the writer, the
following recommendations are made:
1. Encourage union negotiators to conduct a
thorough evaluation of the compensation
administration system currently in use in the
community colleges.
2. Suggest the elimination of the present policy
of automatic salary-step increases paid to faculty,
John S. Toll points out in his article on rewards
to stimulate faculty excellence that:
The trend emphasizing across-the-board
raises should be resisted . . .that in
the 1980 ’s money for increases in faculty
salaries v/ill be extremely tight, so
financial rewards will need to be
reserved more and more for the truly
^
superior campus scholars and teachers,
3. Develop and implement a system of individualized
contracting for faculty, whereby faculty have
direct input into the decisions concerning work-
load formulas and salary increment options. This
^Toll, p. 3.
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v/ill require identifying the priority needs of
each faculty member so that assignments, responsi-
bilities, and rev/ards may be designed to satisfy
these individual needs. Christensen also suggests
that an individual incentive system should be
developed within each institution that can both
maximize the use of institutional resources while
responding to the specific needs of each faculty
member.
^
4. Establish standardized maximums and minimums and
allow faculty to teach as many sections as they
wish for additional compensation or promotion
credits
.
5. Establish and implement a "Cumulative Compensation
Plan" v;hich would allovj faculty to teach extra
sections for extra pay. This v/ould provide quality
instruction by full-time faculty v;ho are available
to assist students during office hours while
providing opportunities for increased renumeration.
It is the opinion of the writer that it is
presumptuous of union negotiators and/or college
administrators to assume that they are capable of
judging the individual v;ork capacities of faculty
^Christensen, p. 87.
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members. If extra sections of courses are available
during day sessions, full-time faculty should be
provided with the opportunity to teach them.
6. Provide salary incentives for advanced degree work
or other professionally-related activities. Even
at minimum levels, this would provide financial
incentives for faculty to continue their education,
earn advanced degrees, or participate in activities
necessary to personal and professional growth.
The ’’Cumulative Compensation Plan” could establish
a financial reward structure for these and other
collegiate activities.
7. Encourage a ’’more work for more pay” philosophy
rather than a ’’work to rule” philosophy by rewarding
faculty for doing more than the minimums spelled out
in the contract. Utilize the collective bargaining
process for the purpose of resolving problems.
Stress its conflict-reducing qualities rather than
its conflict-creating qualities.^
8. Study the feasibility of eliminating academic ranks
for faculty.
9. Implement a system of promotion based on grade
levels with specific criteria outlined for moving
^Ray A. Howe, ’’Myths and Mysteries of _ Collective Bargain-
ing,” Toward a Professional Faculty, Nevj Directions for
Community Colleges
,
Jossey-Bass, Inc.
,
p . 73*^
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from one grade level to another. The following are
some suggestions which made be used as criteria for
building credits for promotion:
1. Academic preparation
2. Recognition for teaching excellence
3. Total years of teaching experience
4. lOtal years of teaching at the community
college level
5. Years within the system
6. Other professional experience
7. Professional involvement
8. College service
9. In-service credits
10. Professional development projects
11. Curriculum innovation
12. Research and publishing
13. Advising student activities
14. Community involvement/public service
Faculty could move from one grade level to the
next after meeting the requirements or accumulating
sufficient increment credits. This would serve
to encourage individuals to set their own goals
knowing that there is a built-in reward system
that they helped to design.
10. Develop a system to assess the professional
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development needs of faculty. Establish a set
of objectives for each faculty member which,
if accomplished, will be integrated into a graded
system.
11. Emphasize interins titutional cooperation for
faculty development. Encourage the use of internal
consultants who have been identified as proficient
in specific areas. These individuals could assist
faculty by providing non- threatening feedback.
This may call for the development of an institutional
inventory.^ The individual talents of faculty can
be put to use to help others with the reward being
in-service credit which may be used for grade-level
increments. Some of the items one might include in
such an inventory are suggested by John F. Noonan:
1. Who are your best lecturers?
2. Which faculty members run the best
discussion?
class
3. Who is most experienced with group
pro j ects ?
learning
4. Who is most experienced with independent
learning projects?
5. Who knows how to use the community
educational laboratory?
as an
^John F. Noonan, ’’Faculty Development Through Experimenta-
tion and Interinstitutional Cooperation,” Facilitating Faculty-
Development, New Directions for Higher Education , Jossey-Bass,
Inc
., 1973, p. 97.
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6. Who has experience in team teaching?
7. Who has experience in interdisciplinary
teaching? 1
These are just a few of the questions which could
provide a tremendous resource to the institution,
to the faculty, and also to the system if it were
completed system-wide.
12. Provide special recognition for faculty members.
This could be verbal, written, or financial if it
were tied into the graded system for promotions or
salary increments.
13. Provide opportunities for faculty to grow outward
as well as upward by the identification and
expansion of individual strengths.
14. Encourage faculty and administration to develop a
philosophy of shared responsibility. Thornton
suggested that it is the responsibility of the
administration to develop plans for experiences
2
which will add to the breadth and depth of faculty.
It is the belief of the writer that while
administrators have the responsibility to develop
and support these efforts
,
Kirschlings comments on
sharing the responsibility seem more appropriate.
He makes the following point:
^Ibid.
^ James W. Thornton, The Community Junior College ,
(New York: John Wiley and Sons, 1966), p. 113.
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First, institutions should not have to
bear the total burden of enhancing
faculty performance and vitality.
The major burden for sustaining performance
and vitality will continue to remain where
it has always been--on the faculty, both
individually and collectively. Faculty
members who can rise above the circumstances
must come forward, and, by their personal
example and their support and encouragement
of their colleagues, set a positive tone for
the whole faculty. It seems likely that such
leaders will arise from the kind of faculty
member who is pursuing a calling rather than
the kind who entered the profession because
of social prestige, working conditions, or
the tangible and immediate rewards that ,
went along with the growth period in education.
15. Develop and implement a system for administrative
development. With the results of the morale
questions concerning administrative leadership
as negative as the results of this study indicate,
it appears critical that the administrators look
to ways to provide stronger leadership.
16. Return to a holistic teaching model where faculty
have greater opportunities for interaction, feed-
back, and satisfaction from their students. Return
the responsibility for orientations, college clubs,
better student advising, etc., to faculty members.
Encourage them to resume these roles by making
^Wayne R. Kirschling, "Concluding Observations and
Suggestions," Eva luating Faculty Performance and Vitality ,
New Directions for institutional Research , Jossey-Bass, Inc.,
p . 102
.
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the time available to then or assuring them of
in-service credit to be accumulated toward promotion.
It is the belief of the writer that faculty have
spoken, through the results of this study, that a
primary source of satisfaction comes from their
being able to affect students' lives positively.
Keeping this in mind, it appears that better and
more opportunities for this interaction would enhance
the level of satisfaction.
Ray Fairfield stated that:
It is indentifying with a product, a
process, or a group of persons engaged
in a common endeavor, as well as the
worker having a sense that somebody
cares about what he does, that seems so
critical in humanizing workplaces.
^
17. Develop a mechanism which monitors faculty morale.
This could be done by conducting informal,
regularly scheduled meetings, by conducting yearly
surveys, or it may call for a more sophisticated
approach using a sociogram which, developed as a
2
matrix, lists internal and external variants.
18. Activate faculty to support political candidates
whose voting records and campaign strategies indicate
respect for public higher education and the rights
^Ray Fairfield, Humanizing the Workplace , (New York:
Prometheus Books, 1954), p. 13.
^Cook, p. 357.
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o£ students to expect a quality education. Freedman
and Sanford caution faculty to recognize what they
call "the myth of the golden past versus the master
plan." They remind us that in years past, faculty
perceived politics as something beneath them and
not part of the true intellectual life.^ But
things are very different now. Legislators are
making the decisions which matter. They continue
by stating that;
Faculty members who still somehow regard
politics as beyond the pale are likely to
suffer. Their world will be governed by
leaders or planners who give little or
no consideration to them. For these
'futurists’ and global strategists,
faculty and students alike are but
political units. Faculty members are
increasingly aware of this state of
affairs, and they complain about not
being consulted, but it hardly occur^
to them that they may take the lead."
It is the opinion of the writer that the time has
come for faculty to enter the political arena or
be content to suffer as the wounded lion.
19. Encourage future researchers to conduct
longitudinal studies to provide data on changing
attitudinal and morale issues.
20. Encourage future researchers to study further what
^Freedman and Sanford, p. 4.
^Ibid.
,
p. 5
.
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might be the relationship between personality
and satisfaction.
21. Encourage future researchers to study the
relationship between perceptions of administrative
leadership and institutional morale.
Concluding remarks
.
We have traced the role of faculty
in the Massachusetts Community College system from its
infancy, through its developmental years, and now into
its adult-life crisis. These "passages" have moved us
from a time when there was esprit de corps on campuses
throughout the state to a time when faculty and colleges
are threatened with extinction by the sweep of the budgetary
pen. We, at a time when the cost of private higher education
is soaring, will be closing the doors on students who depend
on public support in order to continue their education. We,
rather than respond to the mission and philosophy of the
community college system, may be forced to abandon that
mission.
This study attempted to explore the perceptions of
faculty as they matured with the system. Their feelings
about collective bargaining, their satisfactions from
teaching, their students, their administrators, and their
institutions were reviewed. It was the hope of the writer
to focus on the importance of job satisfaction and its
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relationship to morale, anticipating that individuals may
recognize that the satisfaction they perceive from their
job may well affect the quality of life they experience
both inside and outside of the occupational milieu.
In closing, the writer is reminded of a comment by
James Bess suggesting that an irony exists if we continue
to tolerate patterns of faculty activity which do not
produce high levels of satisfaction in a system which is
designed to enhance human growth and development.^
James L. Bess, Organizational Implications of Faculty
Role/Activity Preferences
,
(Washington, D. C . : ERIC
Document Reproduction Service, ED 134 089, 1976), p. 55.
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The Council for the Advancement of Small Colleges
ONE OUPONT CIRCUC WASHINGTON. D. C. 20036 • (202 ) 6090768
CA«rH.QUB6. OMMiaaraoN LLonroM. uoiMKaoN
VloifmUmtiarammmSmvkm tar Aopani
March 13, 1981
Ms. Carole Naplerski
Business Division Chairperson
Middlesex Coimiunlty College
Springs Road
Bedford, Massachusetts 01730
Dear Ms. Naplerski
:
Thank you for your letter of March 11 requesting permission to use material
froBi A Handbook for Faculty Development. Volume 2. As I told you, we are
pleased to grant you permission to use the material provided you credit
th» sources and use the line, "Used with permission of the publisher."
Best of luck on your doctoral research.
)an B. Bernard
rector of Public Information and
Coordinator of Development
THE NATIONAL ASSOCIATION OF INDEPENDENT COLLEGES
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Carole Cowan Napierski
2 Isabella Street
Lynn, Massachusetts 07902
February, 1981
Dear Colleague:
You have been selected as part of the sample population to pilot test a survey questionnaire on com-
munity college teaching in Massachusetts. The results will be used to develop a survey instrument dealing
with job satisfaction and morale in our community colleges.
As a doctoral candidate in the University of Massachusetts Reid-Based Doctoral Program for Community
College Personnel, I will be using the results of the final study as the research base for my dissertation on
job satisfaction and institutional morale. Hopefully, it will help us all gain insight into the problems we will
be facing in the unsure decade which lies ahead.
The questionnaire deals specifically with job satisfiers provided by the collective bargaining agreement,
job satisfiers which have been identified in the current literature, and institutional morale.
Recognizing the many requests and demands placed upon you, I believe the few minutes it will take to
complete the enclosed questionnaire will help us to develop the strategies necessary to make teaching in
our community colleges in the 1980's a more personally rewarding experience.
Your suggestions and comments on content, construction, and format are anxiously awaited. Thank you
so much for your help.
Carole Cowan Napierski
Enclosures: 2
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PILOT SURVEY
on
JOB SATISFACTION AND MORALE IN COMMUNITY COLLEGES
PART I - JOB SATISFACTION
Oirecttons
According to your own perceptions, please respond to the following question indicating whether you: Strongly
Agree (SA); Agree (A); Undecided (U); Disagree (0); or Strongly Disagree (SO). Crcie your response.
I be/ieve the cumnt collecting bargaining agreement is adequate in regard to:
1. Tenure SA A U D SD
2. Salary SA A U D SD
3. Sabbatical Leaves SA A u D SD
4. Promotion Policies SA A u D SD
5. Professional Development SA A u D SO
6. Workload Provisions SA A u D SO
7. Academic Calendar SA A u D SO
8. Seniority Provisions SA A u D SD
Directions
Please rank order the following list according to what you perceive to be the most important (#1) to the least
important (#8):
Item Ran** Order
Tenure —
Salary —
Sabbatical Leaves
Promotion Policies ———
—
Professional Development —
Workload Provisions —
Academic Calendar
Senioritv Provisions
Directions
Please respond to the following question indicating whether you Strongly Agree (SA); Agree (A);
Undecided (U):
Disagree (D); or Strongly Disagree (SD). Grcle your response.
I perceive my community college teaching as satisfying because it provides me with:
Interesting Work SA A U D SD
A Feeling of Accomplishment SA A u
D SD
Opportunities for Advancement SA A u D
SD
Recognition SA A u
0 SD
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5. Adequate Compensation SA A U D SD
6. Job Security SA A U D SD
7. Autortomy in the Classroom SA A U D SD
8. Good Working Conditions SA A U D SD
9. Challenging Students SA A U D SD
10. Enjoyable Work SA A U D SD
11. Good Interpersonal Relationships SA A U D SO
12. A Sense of Pride in My Work SA A U D SD
13. Challenging Work SA A u D SD
14. An Opportunity to Make a Differertce
in Students’ Lives SA A u D SD
IS. Advantages of an Academic-Year Work Calendar SA A u D SD
16. A Variety of Work Activities SA A u D SD
17. Good School Facilities and Equipmem SA A u D SD
18. A Realistic Workload SA A - u D SO
19. Status as a Community College Professor SA A u D SD
20. Opportunities to Interest Studerrts
in my Discipline SA A u D SO
21. Community Support for Education SA A u D SD
22. Opportunities to Stay Current in my Held SA A u D SO
23. Students Who Appreciate my Teaching Efforts SA A u D SD
Directions
Prom the preceding list of 23 job saoshers. please rank order the five which are most important to you. List your
choices by the number whicn corresponds to the item.
Rank Order Item Number
1 ^
2
3
4
5
PART II - MORALE
Directions
Faculty members perceive their institutions in different ways. Please indicate, from your own perspective,
whether you Strongly Agree (SA); Agree (A); Undecided (U): Disagree (D); or Strongly Disagree (SD) with each
of the following statements.* Grcle your response.
1.
Faculty morale is generally high. SA A U D SD
2.
Communication between the faculty and the
administration is good. SA A U D SD
3.
By and large, top-level administrators are providing
effective educational leadership. SA A U D SD
'This is a revised, modified version of the University of Texas at Arlington’s Survey of Faculty Opinions.
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4. There is a strong sense of community on this campus. SA A U D SD
5. This institution does litde to help faculty members
develop as a teacher, scholar, or professional. SA A U D SD
6. Teaching is not highly valued by the administration. SA A U D SD
7. Although they may criticize certain practices, faculty
seem to be very loyal to the institution. SA A U D SD
8. Mutual respect and trust exist among the faculty. SA A U D SD
9. The institution has a long-range plan that is widely
understood and gener^ly accepted. SA A U D SD
10. It is very difficult to make any significant change in the
quality of teaching or learning here. SA A U D SD
1 1 . Department and division chairpersons and central
administrators generally encourage faculty members to
experiment with new courses or teaching methods. SA A U D SD
12. Rules and regulations are too restrictive. SA A U D SD
13. Many students do not have adequate preparation
for college-level work. SA A - U D SD
14. There are adequate programs for students who need
remedial assistance. SA A U D SD
IS. There ate adequate enrichment opportunities for
especially talented students. SA A U D SO
16. Relationships between faculty and administrators tend to
be equalitarian rather than hierarachial. SA A U D SO
17. Opportunities for interdisciplinary teaching and
learning are common. SA A U D SO
18. The quality of education a student gets at this school
is generally quite high. SA A U D SO
19. Some faculty members do little more than meet their
classes and pick up their paychecks. SA A y D SD
20. This institution does a great deal to promote the
professional development of the faculty. SA A u D SD
21 . For the most part, relationships with colleagues tend
to be intellectually sterile. SA A u 0 SD
22. The atmosphere here is warm and friendly. SA A u D SD
23. Departmental or divisional barriers discourage serious
work among faculty members in different fields. SA A u D SD
24. My work is generally exciting and fulfilling. SA A u D SD
25. Knowledge in my field is expanding so fast that 1 have
fallen seriously behind. SA A u D SD
26. Teaching is not as much fun as it once was. SA A u D SD
27. 1 can't seem to find the time to do ail the work 1 want
to do. SA A u 0 SD
28. There is nobody here with whom 1 can share my
professional interest. SA A u D SD
29. My career to date has been successful. SA A u 0 SD
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PART III
DEMOGRAPHIC DATA
Directions
Please respond to the following questions by circling the appropriate number.
1
.
What is your present age?
8.
9.
1. Under 25 5. 41-45
2. 25-30 6. 46-50
3. 31-35 7. 51-55
4. 36-40 8. Over 55
Vyhat is your sex?
1. Male 2. Female
What is your marital status?
1 . Married 2. Single
What is your highest level of degree attainment?
1. Bachelor's 3. C.A.C.5. or equivalent
2. Master's 4. Doctorate or equivalent
What is your current hculty rank?
1 . Instructor 3. Associate Professor
2. Assistant Professor 4. Full Professor
What is your total number of years of teaching experience?
1. 1-5 years 4. 16-20 years
2. 5-10 years 5. 21-25 years
3. 11-15 years 6. Over 25 years
What is your total number of yeara of teaching experience in Massachusetts'
1. 1-5 years 3. 11-15 years
2. 6-10 years 4. Over 15 years
What type of program are you currently teaching in?
1. Career 2. General Education
Do you have other career interests other than teaching?
1. Private Business 3. Other
2. Consulting Specify
10. With which of the following groups do you have the strongest identity?
1 . Institution
2. Division
3. Students
4. Discipline
5. Special Interest
Comments or Suggestions on Questionnaire Items
APPENDIX D
Cover Letter for Final Survey Instrument
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Carole Cowan Napierski
2 Isabella Street
Lynn, Massachusetts 01902
April 6, 1981
then is much desire to learn, there of necesshy will be
much arguing, much writing, many opinions; for opinion in good men
is but knowledge in the making.'*
Milton
These words of John Milton suggest a natural relationship between the opinions of men and
women and the pursuit of knowledge. In the spirit of this quote, I would like to have your
opinions included in a study concerning job satis^ction and morale in community colleges.
As a doctoral candidate in the University of Massachusetts Reld*8ased Doctoral Program for
Community College Personnel, I will be using the results of this survey as the research base
for my dissertation on faculty perceptions of institutional morale and job satisfaction.
Recognizing the many demands placed upon your time. I believe the few minutes it will take
you to complete the enclosed questionnaire will be helpful in developing the strategies
necessary to make teaching in our community colleges a more personally and professionally
rewarding experience.
- YOUR OPINIONS ARE IMPORTANT -
Please fill out and return the enclosed questionnaire at your earliest convenience.
Sincerely,
Carole Cowan Napierski
Enclosures
APPENDIX E
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SURVEY
on
JOB SATISFACTION AND MORALE IN COMMUNITY COLLEGES
PART I - JOB SATISFACTION
Directions
According to your own perceptions, please respond to the following question indicating whether you: Strongly
Agree (SA); Agree (A): are Undecided (U); Disagree (D); or Strongly Disagree (SD). Qrde your response.
I beffeve the provisions of the collective bargaining agreement are adequate in regard to:
1. Tenure SA A U D SD
2. Sal^ SA A U D SD
3. Sabbatical Leaves SA A u D SD
4. Promotion Policies SA A u D SD
S. Professional Development SA A
.
u D SD
6. Workload Provisions SA A u D SO
7. Academic Calendar SA A u D SD
8. Seniority Provtsiorts
Directions
SA A u D SO
Please rank order the following list according to what you perceive to be the most important (#1) to the least
important (#8):
Item Rank Order
Tenure
Salary
Sabbatical Leaves
Promobon Policies
Professional Development
Workload Provisions . . .
.
Academic Calendar
Seniority Provisions
Directions
Please respond to the following question indicating whether you Strongly Agree (SA): Agree (A); are Undeoded:
(U)Disagree (D): or Strongly Disagree (SD). Circle your response.
/ perceive my community college teaching as satisfying because it provides me with:
1. Interesting Work
2. A Feeling of Accomplishment
3. Opportunities for Advancement
4. Recognition
SA A U
SA A U
SA A U
SA A U
0 SD
D SD
0 SD
0 SD
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i. Adequate Compensation SA A U D . SD
6. Job Security SA A U D SD
7. Autonomy in the Gassroom SA A u D SD
8. Good Working Conditions SA A u D SD
9. Challenging Students SA A u D SD
10. Enjoyable Work SA A u D SD
n. Good Interpersonal Relationships SA A u D SD
12. A Sense of Pride in My Work SA A u D SD
13. Challenging Work SA A u D SD
14. An Opportunity to Make a Difference
in Students Lives SA A u D SD
IS. Advantages of an Academic-Year Work Calendar SA A u D SD
16. A Variety or Work Activities SA A u D SD
17. Good School Facilities and Equipment SA A u D SD
18. A Realistic Workload SA A u D SD
19. Status as a Community College Professor SA A u D SD
20. Opportunities to Interest Students
in my Discipline SA A u D SD
21. Community Support for Education SA A u D SD
22. Opportunities to Stay Current in my Field SA A u D SD
23. Students Who Appreciate my Teaching Efforts SA A u D SD
Directions
From the preceding list of 23 job satisfiers. please rank order the five which are most important to you. List your
choices by the number which corresponds to the item.
Rank Order Item Number
1
2
3
4
5
PART II - MORALE
Directions
Faculty members perceive their institutions in different ways. Please indicate, from your own perspective,
whether you Strongly Agree (SA); Agree (A): are Undecided (U): Disagree (D): or Strongly Disagree (SD) with
each of the following statements.* Circle your response.
1. Faculty morale is generally high. SA A U D SD
2. Communication between the faculty and the
administration is good. SA A U D SD
* Bergquist. William and Steven Phillips. A Handbook for Faculty Development Volume 2, The Council for the
Advancement of Small Colleges. (Used with the permission of the publisher.)
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3. By and large, top-level administrators are providing
effective educational leadership. SA A U D SD
4. There is a strong sense of community on this campus. SA A U D SD
5. This institution does little to help faculty members
develop as a teacher, scholar, or professional. SA A U D SD
6. Teaching is not highly valued by the administration. SA A U D SD
7. Although they may criticize certain practices, faculty
seem to be very loyal to the institution. SA A U D SD
8. The institution has a long-range plan that is widely
understood and generally accepted. SA A U D SD
9. It is very difficult to make any significant change in the
quality of teaching or learning here. SA A U D SD
10. Department and division chairpersons and central
administrators generally encourage faculty members to
experiment with new courses or teaching methods. SA A U D SD
1 1 . Rules and regulations are too restrictive. SA A U D SD
1 2. Marry students do not have adequate preparation
for college-level work. SA A U D SD
13. Relationships between faculty and administrators tend to
be equalitarian rather than hierarachial. SA A U D SD
14. Opportunities for interdisciplinary teaching and
learning are common'. SA A u D SD
1 5. The quality of education a student gets at this school
fs generally quite high. SA A u D SD
1 6. Some faculty members do little more than meet their
classes and pick up their paychecks. SA A u D SD
17. This institution does a great deal to promote the
professional development of the faculty. SA A u D SD
18. The atmosphere- here is warm and friendly. SA A u D SD
19. Departmental or divisional barriers discourage serious
work among faculty members in different fields. SA A u D SD
20. My work is generally exciting and fulfilling. SA A u D SD
21. Knowledge in my field is expanding so fast that 1 have
fallen seriously behind. SA A u D SD
22. Teaching is not as much fun as it once was. SA A u D SD
23. 1 can't seem to find the time to do ail the work 1 want
to do. SA A u D SD
24. There is nobody here with whom 1 can share my
professional interest. SA A u D SD
25. My career to date has been successful. SA A u D SD
1S8
Directions
PART III
DBMOCRAPHIC DATA
Please respond to the following questions by circling the appropriate number
1 . What is your present age?
1. Under 25 S. 41-45
2. 25-30 6. 46-50
3. 31-35 7. 51-55
4. 36-40 8. Over 55
2. What is your sex?
1. Male 2. Female
3. What is your marital status?
1. Married 2. Single
4. What is your highest level of degree attainment?
1. Bachelor's 3. CA.C.S. or equivalent
2. Master's 4. Doctorate or equivalent
5. What is your current faculty rank?
1. Insmictor 3. Associate Professor
.2. Assistant Professor 4. Full Professor
6. What is your total number of years of teaching experience?
1. 1-5 years 4. 16-20 years
2. 5-10 years 5. 21-25 years
3. 11-15 years 6. Over 25 years
7. What is your total number of years of teaching experience in Massachusetts'
1. 1-5 years 3. 11-15 years
2. 6-10 years 4. Over 15 years
8. What type of program are you currently teaching inf
1 . Career 2
Specify
General Education/Liberal Arts
Specify
9. Do you have other career interests other than teaching?
1. Private Business 3. Other
2. Consulting Specify
10. With which of the following groups do you have the strongest identify?
1. Institution
2. Division
3. Students
4. Discipline
5. Special Interest
APPENDIX F
Follow-up Postcard
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For those of you who have already returned the
questionnaire — THANK YOU — the response has been
very encouraging.
If you have not had the opportunity to complete the
questionnaire and would like to have your opinions
included, please forward the survey form to me at your
earliest convenience.
Thank you again,
Carole Cowan Napierski
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APPENDIX G
Schedule of Returns
CALENDAR
SCHEDULE
OF
QUESTIONNAIRE
RETURNS
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